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Problem
The ratio of female to male educational administrators is 
considerably lower chan the ratio for teachers. This study 
investigated the attitudes of male administrators toward hiring and 
promoting female administrators in the Seventh-day Adventist (SDA) 
educational system in North America.
Method
A questionnaire was prepared consisting of four subscales 
with a total of 45 items measuring attitudes with respect to 
recruiting, performance evaluation, promotion, and general areas. 
This questionnaire was mailed to 458 male educational administrators
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
of whom 322 reCumed usable surveys. Four hypotheses were tested by 
analysis of variance and chi-square.
Findings
1. On 40 of the 45 Items, male SDA educational 
administrators expressed a positive attitude toward hiring and 
promoting women administrators. On no Item was a bias against women 
administrators Indicated.
2. There was little Indication of any difference In attitude 
toward recruiting and promoting women administrators on the part of 
male conference administrators, college/university administrators,and 
academy administrators.
3. There was no perceptible difference in the attitude 
toward recruiting and promoting female administrators on the part of 
male administrators of different educational levels.
4. Male administrators of different age groups do not differ 
with respect to their attitude toward recruiting and promoting female 
administrators.
Conclusions
The strong, positively expressed, attitudes are somewhat 
surprising, considering the small proportion of females among 
educational administrators. It is to be hoped that in the near 
future these attitudes will bear fruit in practice.
Greater opportunity should be given for women to participate 
in training programs for higher levels of educational administration.
The respondents were strongly of the opinion that ordination 
is not generally essential for holding administrative positions
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
within the church. It is recommended that the denomination reserve 
ordination for workers directly involved in pastoral ministry.
Men and women should be honest with each other concerning 
their similarities and differences. They should both recognize the 
unique leadership qualities possessed by women which may provide a 
balance to male styles of management.
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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CHAPTER I
INTRODUCTION
Background
The Seventh-day Adventist Church maintains a vast system of 
4583 primary schools, 643 secondary schools, and 84 tertiary 
programs, including several colleges and two universities in the 
North American Division. These are Andrews University in Berrien 
Springs, Michigan, and Loma Linda University in Loma Linda, 
California. In recent years, with the upsurge in church growth 
overseas, the church has established several new centers for 
graduate-level education: Adventist University of Central Africa,
Gisenyi, Rwanda; Adventist University of Central America, Alajuela, 
Costa Rica; Colombia-Venezuela University, Medellin, Colombia; 
Dominican Adventist University, Santo Domingo, Dominican Republic; 
Inca Union University, Lima, Peru; Indonesia Union College, Bandung, 
Java, Indonesia; Korean Sahmyook University, Seoul, Korea; 
Montemorelos University, Montemorelos, Mexico; Mount Klabat 
University, Manado, Indonesia; and the University of Eastern Africa, 
Eldoret, Kenya. The church employs more than 40,000 teachers in this 
system. However, from all appearances, considering the large number 
of administrative positions necessitated by the system, the 
proportion of women school administrators is lower than the
1
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2proportion of women teachers, leaving men Co dominate Che 
admlniscratlve area. A number of reasons have been given co explain 
Che low represenCation of women as school administraCors. These 
include women's family responsibilicies, lack of formal craining, and 
lack of experience.
In view of chis sicuacion, chere was a need Co decermine 
which factors influence male administrators in hiring and promoting 
female administrators, particularly in Che AdvenCist educational 
system.
Problem
While some women have become educational administrators, the 
proportion of female teachers who have become administrators appears 
to be very small. Thus, the study focused on those factors which 
might influence the selection of women as administrators in the 
Seventh-day Adventist educational system.
Purpose
The purpose of the study was to investigate the attitudes of 
male administrators and the factors which tend to influence them in 
their selection process for hiring, evaluating, or promoting female 
administrators in the Adventist educational system in the North 
American Division.
Research Questions
1. How do Seventh-day Adventist recruiting practices compare 
with related literature on public systems?
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
32. What must women do so that they may become administrators 
without relinquishing femininity?
3. What are the performance evaluation trends in Seventh-day 
Adventist secondary and higher education?
4. Are there any differences in management work done by men 
or by women?
5. What are the differences in promotion practices between 
Seventh-day Adventist educational institutions and the literature 
review on public educational systems?
6. What obstacles confront women administrators in Seventh- 
day Adventist secondary and higher education?
7. What steps should women take in order to be accepted into 
the field of administration in the Seventh-day Adventist secondary 
and higher educational system?
Theoretical Framevork
The theoretical framework for the study was based on the 
general concepts expressed in the Civil Rights Act of 1964. The Act, 
as amended, did not authorize a complete exemption of religious 
organizations from the coverage of the Act. The exemption for 
religious organizations applied to discrimination on the basis of 
religion. The Act covered the use of any selection procedure which 
had an adverse impact on the hiring, promotion, or other employment 
or membership opportunities of members of any race, sex, or ethnic 
group.
According to Carter (1981), the Presidents of the United 
States issued Executive Orders against certain types of
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
4discrimination. In 1965 President Johnson, in Executive Order 11246, 
section 202 on Affirmative Action for all government contracting 
agencies stated:
The contractor will not discriminate against any employee or 
applicant for employment because of race, creed, color or 
national origin. The contractor will take affirmative action to 
ensure that applicants are employed, and that employees are 
treated during employment, without regard to their race, creed, 
color, or national origin, (p. 3)
Carter indicated that Executive Order 11246 required organizations
with contracts over $10,000 and institutions receiving at least
$50,000 as well as having at least 50 employees "to develop written
affirmative action plans containing numerical goals and time tables"
(p. 5). It seems the term contract included grants as part of its
definition. In 1967, Executive Order 1375 prohibited discrimination
based on sex. Thus time goals, time tables, and written affirmative
action plans had to be developed by institutions.
Congress passed Title VII of the Civil Rights Act of 1964. 
This legislation prohibited "discrimination in employment on the 
basis of race, color, religion, national orgin, or sex" (Carter, p. 
5). Carter referred to further legislation, including the Equal Pay 
Act of 1963, and Title IX of the Education Amendments of 1972, both 
of which dealt with sex discrimination. The Age Discrimination in 
Employment Act of 1967 prohibited discrimination against persons 
between ages 40 and 65 in employment.
Goals and time tables were set for colleges and universities 
in 1971. The general consensus concerning the situation in higher 
education was that
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(1) Blacks and other minorities earned less than whites;
(2) Women as a group earned less than men;
(3) Both minorities and women were a smaller percentage of the 
academic profession than of the general population, (p. 6)
Some of the more common employment practices which are now 
forbidden include: (1) applying particular policies against married
women when the same restrictions or limitations are not applied to 
married men (Sprogis vs. United Air Lines, 444 F. 2nd 1194, 7th Cir. 
1971) and (2) restricting employment opportunities for women with 
preschool-age children when such restrictions are not placed against 
men (Phillips vs. Kartin-Marietta Corp., 400 US 542, 1971).
Significance of the Study
The study addressed one significant point: Is there a need
to modify some of the basic concepts in the selection of female 
administrators? This would give more opportunity for female teachers 
to be selected as administrators as well as provide encouragement for 
them to seek formal training in educational administration.
Definition of Terms
Educational Administrator. A person who is vested with the 
responsibility of administering an educational institution or a 
system of education. Typically, in the Seventh-day Adventist Church, 
this would include General Conference administrators, Union and local 
conference educational superintendents, university and college 
presidents and deans, and academy principals. For this study, the 
term is broadened to include vice-presidents, associate deans, vice­
principals, and department chairs.
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6Management, Webster (1977) says Chat management is a synonym 
of administration and means controlling, directing, and executive 
ability. Administration means the act of administering, management, 
direction, power, office. According to Richman and Farmer (1976), 
management is used with regards to business and administration with 
regards to academic institutions. For the purpose of this study, the 
two terms will be used interchangeably.
Seventh-day Adventist Church. A conservative Christian body, 
worldwide in extent, evangelical in doctrine, and professing no creed 
but the Bible. It places strong emphasis on the Second Advent of 
Christ, which it believes is near, and observes the Biblical Sabbath, 
the seventh day of the week. These two distinguishing points are 
incorporated into the name Seventh*day Adventist. The church is 
administered by a hierarchical organization, with representation from 
the local churches to the conferences and unions, and from these 
intermediate units to the General Conference.
North American Division. The Seventh-day Adventist Church 
divides its worldwide work into 12 divisions in order to facilitate
its work in a geographical area. The North American Division is one
of these geographical areas; it includes the United States and 
Canada. The world headquarters of the church is situated in this 
division.
Adventist Educational System. The Seventh-day Adventist 
Church operates its own educational system with its own philosophy, 
objectives, and mission. In the North American Division, the
Director of Education is in charge of the educational system which
includes kindergarten through university education.
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7Civil Rights Act. Rights that are secured by the 13th and 
14th Amendments to the Constitution and by certain acts of Congress 
which abolish the civic incidents of involuntary servitude.
Delimitations
The study was limited to the field of education in the North 
American Division. Only active male administrators were invited to 
participate in the study.
Research Hypotheses
While the major purpose of the study was descriptive in 
nature, several research hypotheses were established.
1. Male administrators have a negative attitude toward 
recruiting and promoting female administrators.
2. There are differences among the attitudes toward
recruiting and promoting women administrators on the part of male 
administrators in the General and Union Conferences, the SDA 
colleges, and the SDA academies.
3. There are differences among the attitudes toward
recruiting and promoting women administrators on the part of male 
administrators of different educational levels.
4. There are differences among the attitudes toward
recruiting and promoting women administrators on the part of male 
administrators of different age groups.
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Organization
Chapter 1 includes background, statement of the problem, 
purpose of the study, theoretical framework, significance of the 
study, delimitations, and research hypotheses for the study.
Chapter 2 presents a review of the literature related to the 
study, while Chapter 3 describes the methodology and procedures 
utilized. The population, the type of research, as well as the steps 
in developing the instrument are described. A summary of the 
procedures followed in data collection, recording, and analysis is 
presented. Chapter 4 includes the presentation of the data, and 
Chapter 5 includes the summary, conclusion, and recommendations.
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CHAPTER II
REVIEW OF LITERATURE
The review of related literature provides a background of the 
struggle and pressures women have brought upon government agencies 
for their right to be hired as administrators.
A cursory review of the latest edition of the Seventh-day 
Adventist Yearbook indicates that the proportion of women 
administrators is much lover than the proportion of women teachers. 
Clearly, men are dominant in the area of administration. This 
situation exists in Seventh-day Adventist educational institutions as 
well as in the United States as a whole. A number of reasons have 
been given to explain this lack of representation in the field. 
Reasons linked to family responsibilities seem to be stated more 
often than others. Yet, the literature reveals that other factors 
are operating here. Certainly, family responsibilities do not 
prevent women from accepting teaching positions; the difference in 
time required by the positions is not so great as to preclude women 
from taking administrative positions. The factors which influence 
hiring and promotion of women administrators vary from one 
educational level to another. They also vary from one part of the 
country to another and are affected by the type of educational system 
involved. This review attempts to identify the factors, discuss
9
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their influence, and review their role in education generally and in 
Seventh-day Adventist education specifically.
Information from the literature reviewed was used to develop 
the questionnaire for this study. Therefore, the review of 
literature is organized according to the sections of the 
questionnaire: (1) recruiting, (2) performance evaluation, (3)
promotion, and (4) general areas.
Recruiting
The American Association of School Administrators (AASA) 
initiated a study (1981) to investigate whether the attitudes of 
those individuals responsible for hiring school-district 
administrators could be affecting the professional opportunities for 
women in the area of administration. The universe of all school 
districts in the United States was stratified by size into four 
groups, and random samples were selected proportionally from each of 
these groups to make a total of 2,095 superintendents and 2,095 
school board presidents. Table 1 presents the universe and the 
sample breakdown.
Each of the superintendents and school board presidents was 
mailed the Women as School District Administrators (WASDA) survey. 
The Science Research Associates Opinion Survey for Hen and Women 
(SRA) was mailed to 200 people in each sample. The superintendents 
returned 1,691 completed questionnaires (WASDA) and the school board 
presidents returned 374 forms (WASDA). The breakdown of responses 
for those who answered the question "What is your sex?" is shown in 
Table 2.
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TABLE 1
SCHOOL DISTRICTS IN THE UNITED STATES 
POPULATION AND SAMPLE
Enrollment
School
%
Districts
# Superintendents
School Board 
Presidents
25,000 or more 1.2 192 25 25
10,000-24,999 3.5 560 73 73
1,000-9,999 41.5 6,642 869 869
0-999 53.8 8,612 1,128 1,128
Total 100% 16,006 2,095 2,095
TABLE 2
DISTRIBUTION OF WASDA SAMPLE BY SEX
Respondents 
to WASDA
Superintendents School Board 
Pres idents
Male 1,610 269
Female 48 93
Total 1,658* 362*
*Some of the respondents did not answer the question.
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Due Co Che small sample size and Che low percencage of women 
in Che sample, daCa from Che Science Research Assoclaces Opinion 
Survey for Hen and Women (SRA) were noC usable.
The analysis of Che WASDA responses focused on chree factors 
considered Co be components of the attitudes coward women as 
managers:
1. general acceptance of women as school district 
adminfstrators
2. stereotypic feminine barriers to full-time employment
3. possession by women of the traits of effective school 
administrators (pp. 6-8).
The results for factor 1 indicated a general feeling by both 
males and females that women could successfully handle the 
responsibilities of a school administrator. The mean scores for 
female respondents were higher than those for male respondents on 
factor 2. Using these mean scores as Indicators of respondents’ 
feelings, one could assume that the respondents would not consider 
stereotypic attitudes about women to be valid barriers to employment.
For factor 3, superintendents and school board presidents 
were given a list of attributes to characterize a successful 
educational administrator. Table 3 includes the list of attributes 
and the percentage of responses for male and female respondents. The 
personality characteristics listed in column 1 of Table 3 include 
seven classified as masculine (K), five classified as feminine (F), 
and six classified as androgynous (A) in the BEM Sex-Role Inventory 
(BSRI). In the BSRI, a characteristic is classified as masculine 
(feminine) if it is judged to be a "socially desirable" trait for men
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TABLE 3
RESPONSE TO WASDA ITEM: WHICH FIVE OF THE FOLLOWING
ATTRIBUTES BEST CHARACTERIZE A SUCCESSFUL 
ADMINISTRATOR? (SELECT FIVE ONLY.)
Percentage of Responses
School Board
Superintendents Presidents
Attributes Men Women Men Women
Adaptable (A) 49.8 50.0 33.5 43.0*
Analytical (M) 34.7 33.0 32.0 47.3*
Assertive (M) 19.6 33.3* 22.7 23.7
Conscientious (A) 52.0 47.9 61.3 66.7
Forceful (M) 7.9 4.2 14.9 4.3*
Helpful (A) 7.6 10.4 8.9 3.2
Independent (M) 6.0 10.4 7.1 2.2
Loyal (F) 17.4 8.3* 20.1 14.0
Able to make 
decisions easily (M) 29.7 29.2 30.9 38.7
Reliable (A) 39.9 39.6 50.2 35.5*
Self-reliant (M) 17.3 22.9 17.8 17.2
Sensitive to the 
needs of others (F) 60.5 62.5 49.1 60.2*
Sincere (A) 31.3 25.0* 34.6 21.5*
Sympathetic (F) 2.0 0.0 2.6 1.1
Tactful (A) 38.8 27.1* 43.5 44.1
Understanding (F) 20.4 6.3* 27.9 17.2*
Warm (F) 3.0 2.1 1.5 1.1
Willing to take risks (M) 26.8 22.9 13.8 17.2
♦Indicates a trait for which a significant difference exists between 
its selection by men and women within each subgroup of respondents.
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(women). The androgynous Items are those which do not tend to be 
viewed as more socially desirable for one sex than for another. 
These designations were not made on the survey instrument.
Attributes "chosen most often by both male and female 
respondents were the descriptors conscientious, sensitive to Che 
needs of others, reliable, adaptable, and tactful" (p. 8). The more 
traditional descriptions such as assertive and willing to take risks 
were not chosen as often.
From the results of factor 3, one cannot tell whether there 
is a perceived difference in the traits felt to be necessary for 
success in business and education administration or whether the view 
of traits considered essential for a good business administrator is 
changing.
Oltman (1970), in her study of 750 college and university 
presidents, asked if they recruited women for all administrative 
positions. Fewer than one-fifth of the respondents answered 
affirmatively. She concluded from the results that women did not 
enjoy equal status with men through all levels of education.
Hopkins (1976) studied the employment practices and attitudes 
of personnel directors, school board members, and parents toward 
women school administrators in 14 California school districts. She 
found favoritism toward men when administrative positions were 
sought, with parents demonstrating the most bias and school board 
members the least. Hopkins concluded that increased opportunities 
for women in school administration have not been realized.
Hopkins indicated that the idea behind selecting members of 
one group for administrative tracks is a difficult one to support or
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accept. While women ought to be encouraged to train and apply for 
administrative and managerial positions, casting men aside in such 
matters benefits no one and may create additional problems. Women 
may not be properly represented at higher employment levels, but 
favoritism should not be shown.
Zumbrum (1976) examined the relationship between a number of 
categorical factors, the presence of an affirmative action plan, and 
the attitudes of superintendents and school board presidents toward 
women administrators. Age, sex, years of preparation and experience, 
school district size, and experience working as a subordinate to 
women administrators were the categorical factors used. Zumbrum also 
collected opinions on the effectiveness of women administrators. 
Information was obtained by means of a questionnaire. Attitudes were 
assessed by the Attitude Research Instrument (ARI), an assessment 
device developed at the University of Wisconsin.
Chi-square was used in the data analyses; significance
occurred in all cases. School board presidents and superintendents 
demonstrated significantly different attitudes toward individuals as 
a function of sex. Moreover, female presidents differed
significantly from male presidents and superintendents in their 
attitudes. The presence of an affirmative action plan seemed to have 
no influence on the number of women school administrators.
Gordon and Strober (1975) asserted that "women are not 
psychologically handicapped for positions in management. Recruiting, 
hiring, and promotion policies have handicapped women" (pp. 37, 38).
Dearing (1973) mentioned two important categories in his
discussion on discrimination against women educators: (1) ingrained
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cultural attitudes and (2) biased selection and recruitment policies. 
Generally, subjective channels are used In these processes and
changing them Is a difficult task.
Influence of Education of Women 
As the factors which may Influence the hiring and/or
promotion of women administrators are considered, It Is Important to 
look at the historical picture of women's education In the United 
States. Konek (1980) refers to comments by David Vise, In the Young 
Ladv's Counselor, that a woman Is made to face the calm of her home. 
She may venture Into the man's sphere of work, "but she will 
encounter storms which she is utterly unfitted to meet . . ." (p. 2).
To say the least, women in 19th-century America faced a 
dilemma. They were supposed to educate their children, mold the 
character of future leaders of the country, as well as produce an
educated electorate. Yet, a woman "was to think of herself as
intellectually limited, as more spiritual than intellectual, as too 
gentle for public strife, as too fragile for the rigors of learning.
. . . She could not be entrusted with the education of the young
without educating herself. She could not educate herself for this 
purpose and be content with a little learning" (Konek, 1980, p. 3).
The results of the Lester and Chu study (1980) showed that 
women administrators were younger than their male counterparts, had 
fewer academic degrees, and were less likely to be married or have 
children. Most of the administrators were promoted into or recruited 
for their jobs. They did not apply for them. Interestingly, more 
than one-third of the female respondents said that they became
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administrators because the opportunity was presented to them. Status 
and salary were not important features for the women. For men, money 
was far more important in this respect. The writers noted that one 
difference between men and women administrators could be attributed 
to this point. Both men and women identified communication as a 
problem, but more men than women reported that dealing with 
bureaucracy was a major problem. More than half of the respondents 
reported that sexual discrimination was a factor in their work lives.
Using chi-square to analyze their data, Lester and Chu found 
that masculinity and femininity appeared as two separate dimensions. 
This finding supported the earlier research on the .issue. Women 
administrators in higher education were not necessarily less feminine 
than other women. Rather than limiting their feminine traits, they 
added masculine traits. Commenting further, Lester and Chu found 
that marriage and the presence of a family encourage the male 
administrator's career development but not that of the female 
administrator.
According to Johnson, Yeakey, and Moore (1980), the role of 
women in public education and in administrative positions in public 
education has not been given sufficient attention in the literature. 
Some research has shown that women are more skillful in completing 
their tasks. Men, however, continue to dominate the field, despite 
the fact that women can demonstrate similar abilities and perform as 
well.
The researchers looked at this situation from the point of 
view of the student. They reported that students use their immediate 
environment for cues; the absence of women in this case may influence
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
18
Chelr perceptions. Thus, young children may attribute leadership 
functions to men alone. Furthermore, girls could feel that their 
aspirations should be kept at a low level.
Physical Appearance and Recruiting
Does physical appearance influence recruiters? Some authors 
feel that it does have some influence--positive or negative. Killiam 
(1971) stated that "nature has given women so much power that the law 
very wisely has given them very little" (p. 9). After personal work 
experiences with women, survey results, and special research 
interviews, Killiam stated that "to ignore uniquely female qualities 
is to court management failure and economic suicide" (p. 9). But 
managerial women do not acquire the power to manage because of their 
beauty; it is because of their qualifications, background, and 
professional fitness. Physical appearance is another factor some 
administrators use in selecting women for administrative 
responsibility.
Best and Spector (1984) conducted an experiment on "the 
effects of applicant attractiveness, managerial attributes, and 
gender on executive employment decisions." The results indicated 
strong main effects for managerial characteristics. That is, 
successful male manager applicants with managerial characteristics 
such as leadership ability, aggressiveness, and emotional stability, 
were selected significantly more often than successful female manager 
applicants displaying characteristics such as intuitiveness, 
humanitarian values, and awareness of others' feelings. The results 
showed a modest main effect for attractiveness. "Attractive
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applicants, regardless of sex or managerial attributes, were ranked 
higher than unattractive candidates" (p. 118). These data tend to 
contradict previous findings that attractiveness works against women 
in managerial jobs.
Dipboye, Fromkin, and Viback (1975) studied the process by 
which interviewers evaluate applications for positions during the 
screening component of the selection procedure. The investigators 
hypothesized that male college students and male recruiters would 
rate male managerial candidates higher than female candidates. 
Physical attractiveness and scholastic standing also served as 
independent variables for the study.
Although the students who joined the study tended to rate the 
applicants higher than the recruiters did, both groups of raters 
discriminated on the basis of gender, physical attractiveness, and 
academic performance. The investigators rationalized the preference 
of the recruiters for male candidates by citing the stereotypical 
connection between male-linked attributes and male-oriented 
managerial positions.
Candidates for responsible positions may find differential 
employment opportunities by virtue of gender, physical 
attractiveness, and the characteristics of the position they are 
seeking (Cash, Gillen, & Bums, 1977). For low to moderate prestige 
and skill positions, gender was more influential than physical 
attractiveness. It is clear that physical attractiveness was 
important to the candidate because applicants who were categorized as 
relatively more attractive were usually given higher racings. 
However, the attractiveness variable lost much of its influence when
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Che candidate applied for a job which is considered Co be 
appropriaCe for someone of the opposite sex. In upper level
positions, this variable may prevail over the concept of gender 
appropriateness because of the high relationship between physical 
attractiveness and expectations of occupational status.
Dipboye, Avery, and Terpstra (1977) predicted that men and 
women would discriminate against physically unattractive candidates 
and female candidates. Looking closely at the variable of physical 
attractiveness, the investigators also hypothesized that applicants 
who were similar to raters in physical attractiveness would receive 
higher ratings than those who were either more or less attractive. 
Relative physical attractiveness was not a significant factor in the 
decisions of interviewers, but males were favored over females and 
well-qualified candidates were favored over poorly qualified ones.
Physical attractiveness has acted as a powerful variable in 
job selection (Hielman & Saruwatari, 1979). Thus, a woman who is 
perceived as being unattractive may be denied a promotional
opportunity and see her gender rather than her unattractiveness as 
the reason for her failure. Hales, of course, may respond to the 
same situation in the same way, but men do not have problems in 
earning promotions to the extent that women do.
Heilman and Saruwatari investigated the influence of
attractiveness on the evaluations of candidates for managerial and
non-managerial jobs. The literature has shown that attractive men
and women possess more desirable characteristics and more potential 
for advancement. Consequently, the researchers took steps to
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determine the extent to which possession of physical attractiveness 
acts to the individual's advantage.
The writers formed an interesting paradigm for women in the 
world of work: If managerial positions are connected to male
characteristics, a female would have to demonstrate these 
characteristics in order to be considered for the opportunity. Yet, 
attractive women would be presumed to be more feminine and less 
likely to display the male-linked traits associated with the position 
in question. Therefore, a woman's physical attractiveness would act 
to her detriment.
For the study, attractive and unattractive men and women were 
identified as applicants for managerial and non-managerial positions. 
The researchers anticipated that attractiveness would be detrimental 
for the female candidates who were seeking the managerial position, 
but beneficial for those seeking the non-managerial position. The 
subjects were asked to evaluate applications with photographs of the 
candidates attached to them. Chi-square and analysis of variance 
were used to analyse the data. The results showed that physical 
attractiveness as a factor in job appointments was dependent on the 
applicant's gender and the type of job sought. For females, physical 
attractiveness was beneficial where the non-managerial position was 
sought. For the managerial job, physical attractiveness worked 
against females. "Attractiveness apparently can be a double-edged 
phenomenon with regard to women's employment opportunities" (p. 369).
Leonard (1981) conducted a pilot study of the communication 
styles shown by men and women college administrators. The researcher 
found no differences attributable to gender and reported that the
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university climate appeared to support androgynous behavior. While 
earlier studies had shown that male and female administrators did 
demonstrate different behaviors, Leonard interviewed only four men 
and four women. This small sample size could have influenced the 
results. Both groups of respondents emphasized the need for task and 
person orientations as important to effective administration.
Leonard conducted her study because of the paucity of 
research on male and female management styles in higher education. 
Although the literature on gender and management is abundant, the 
relative absence of women in college and university administration 
appears to have contributed to the small amount of information in 
this area. The results showed that administrative opportunities for 
women were improving, that men and women showed more similarities 
than differences in their management styles, and that women were 
slightly more person-oriented in their activities.
Paths to Power
"Women succeed as managers for essentially the same reasons 
that men do--because they possess the will to manage, the 
intelligence to make decisions, and the necessary knowledge" (Jewell, 
1977, p. 244). That is, for women to be successful managers they 
must be able to influence others or have access to appropriate 
resources. They must not develop authoritative attitudes or they 
will lose the power and respect of their subordinates.
One important path to power for women in management is 
education and experience. Education is the greatest prerequisite for 
success for women managers. If women obtain positions without the
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expected education, training, and experience, they may experience 
difficulty in building self-confidence. Education and experience 
tend to help women as well as men deal with goals and expectations of 
the organization and with their job in particular.
Basil's (1972, p. 68) nine basic characteristics for upper 
management and their application to the four basic functions of 
management are:
1. Emotional stability--important in leading and 
controlling.
2. Perception and empathy--important in leading and 
controlling.
3. Interest in people--important in leading and controlling.
4. Decisiveness--important in organizing and planning.
5. Creativity--important in organizing and planning.
6. Analytical ability--important in organizing and planning.
7. Consistency and objectivity-- important in all basic 
functions of management.
8. Loyalty--important in all basic functions of management.
9. Attention to detail--important in all basic functions of 
management.
Thompson and Wood (1980, pp. 48, 49) present .their paths to 
power as follows:
1. Be valuable.
2. Be selective about how you use your influence.
3. Cultivate the ability to deal with complex situations.
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4. Learn to control yourself in all situations, especially 
in adverse ones. Then, you will be perceived as calm and capable 
under stress.
5. Be around power people in order to observe their modus 
operand!. Borrow their good methods; avoid their bad ones. But do 
not be a carbon copy of everyone else.
6. Give credit where it is due. Avoid getting power or 
authority at real cost to others.
7. Practice passive silence and active listening.
8. If you are the only women in a power group, try getting 
another woman into the fold. That way you can give power to each 
other if the men are not willing to give it to you.
9. Assess your power once a year. Try to have a balance 
between people who come to you because they like you and those who 
come to you because you do something for them. You want both kinds 
of support.
10. Increased power comes from being responsible for or doing 
something significant.
These paths to power complement Basil's requirements for 
upper management. Thus, if women practice Basil's characteristics of 
a manager they should be following successful paths to power.
Barriers to Recruiting
According to Gupta (1983), many problems and pitfalls face 
women who aspire to be senior educational administrators. Barriers 
occur at the personal, interpersonal, and structural organizational 
levels.
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Personal barriers Include personality factors and background 
and socialization factors. Vomen tend to have lover self-concepts 
than men do; as a result, they have lower aspiration levels than men 
do and are not as willing to volunteer for challenging and "new" 
tasks as men are.
The sex-role socialization keeps women from seeking positions 
of power and helps men in the preservation of status and in their 
advancement up the organizational ladder. Furthermore, the work- 
related experiences and the lack of occupational role models restrict 
women's potential to advance in leadership roles.
With respect to interpersonal barriers, two sets of 
influences are relevant. Sex-role sterotyping and the various myths 
and biases about women's abilities, commitment, roles, and 
effectiveness constitute one major obstacle. "Another is inter-group 
polarization, which results in all women suffering from the mistakes 
and failures of a few" (p. 9). Instead of being treated as
individuals with particular skills, abilities, and experiences, they 
are treated as "'women' who are like all other 'women'" (p. 8).
Biases in the selection process are in the qualifications and
requirements for higher-level jobs as well as in the actual interview
process. For example,
many administrative positions specify qualifications that have 
little bearing on job performance. Also many years of 
administrative experience is required, but may not be necessary 
for future job effectiveness. A similar argument can also be 
made about requirements for advanced degrees, (p. 10)
In the interview process, women are asked questions that the 
interviewer would never ask men. For example, "it is common to ask
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vomen what they will do if their husbands move out of town, how they
expect to handle child care, etc.” (pp. 10, 11).
Organizational barriers occur in many aspects of an agency's 
functioning. Fowerholders can keep women from hearing about the 
right jobs; they can weed women out at the application or
interview stage; they can evaluate women according to stereotypic 
generalizations rather than performance specifics; they can give 
women lower rewards and status; they can manipulate who has
access to needed Information; by their sheer numbers they can 
ensure that power is retained by men; they can also use various 
norms and expectations to keep vomen in lower organizational 
echelons. Because many of these mechanisms operate at the 
subconscious rather than the conscious level, their effects are 
insidious and difficult to fight (pp. 16, 17).
Whitaker and Habs (1984) commented on the change in women's
attitudes. They stated that in 1958 only 9% of the beginning vomen
teachers expressed an interest in pursuing an administrative career.
In a recent survey, the same questions were given to beginning women
teachers; approximately 50% of them expressed an interest in becoming
a school administrator.
Women may show an increased interest in becoming
administrators, but Whitaker and Habs indicated that women still face
barriers such as
1. Women are not interested in promotion.
2. Women are not as intellectual or analytical as men.
3. Women are not effective disciplinarians.
4. Women are not competitive and assertive.
5. Women are too emotional. They cannot be rational, well- 
organized, or objective.
6. Women make poor administrators because they are ineffective 
as authority models (p. 6).
Another barrier that females must face is "that neither women nor men
will willingly work for female managers" (p. 7).
Davidson and Cooper (1987b) list some barriers women face.
They are
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1. The traditional view that women should not pursue a career, 
but should keep to a domestical role, is still widespread.
2. Many men . . . find it difficult in practice to work with
women on equal terms.
3. When working women have a male partner, his work is usually 
assumed to come first.
4. The man who wants to be a successful manager finds successful 
men as models and mentors. The woman manager has fewer, if any, 
senior women to look to.
5. In many organizations women are less successful than men in 
gaining promotion to senior positions, for the above reasons and
because those who decide on promotion (usually men) assume that
women are not mobile and/or not interested in promotion (p. 57).
According to Davidson and Cooper,
women are more likely than men to say that:
1. They lacked confidence in putting forward their point of view
2. They were not able to be successful
3. They were not able to cope well with conflict
4. They reacted too emotionally to work problems
5. They lacked self-confidence in their abilities to do the job
(p. 58).
These are what may be classified as self-generated barriers for 
women.
Women also face organizational barriers such as
1. Less adequate job training for women managers than for men
2. More favorable treatment of male colleagues
3. Dual standards of assessment, so that women felt under 
pressure to do their jobs better than men
4. Sex stereotyping, so that women managers were expected to 
behave in particular ways because they are women, and to be 
allocated to particular jobs
5. Prejudice against women in job promotion and career prospects
(p. 59).
The list of barriers women face include difficulties with 
their colleagues. These are
1. Feeling uncomfortable when women were in a minority in 
training courses
2. Male colleagues appearing uncomfortable at working with a 
woman
3. Finding office politics a problem (particularly among junior 
managers)
4. Lack of encouragement from supervisors
5. Prejudiced attitudes from both men and women at work to 
working with a woman manager
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
28
6. Sexual harassment: (p. 59).
Davidson and Cooper also reported that
the psychosomatic symptoms mentioned more often by women managers 
than by men include: (1) nervousness and tenseness, (2)
headaches, (3) tiredness, (4) finding it difficult to get up in 
the morning, (5) crying easily, (6) spells of dizziness,
(7) nightmares, (8) not eating, (9) wanting to be left alone, and 
(10) mental exhaustion (p. 60).
In summary, Davidson and Cooper found that
women find it hard to combine work and domestic duties; that they 
have difficulty in accepting their treatment by male colleagues 
and by the organization; that they find it harder than men to 
develop confidence; that they show more psychosomatic symptoms 
than men; and that they may be at more risk than men of coronary 
diseases (p. 61).
Practices Within the Seventh-day 
Adventist Church
Habada and Rumble (1981) discuss the women's place model, 
which assumes that women do not select administrative jobs because of 
the different socialization of men and women; that is, the "role of 
women has been assumed to be that of nurturing and of deference to 
men." (p. 46). They stated that "as long as college and university 
personnel hold the conviction that women are better suited to 
nurturing roles, they will continue to encourage women to enroll in 
areas such as guidance and counseling. A deliberate attempt should 
be made by these persons to consider other potential roles for women 
graduate students" (p. 48).
In an interview with Ott-Worrow (1981), Betty Stirling 
commented "about how church leaders justify saying that women should 
stay at home and mother--when Ellen White, a woman and a church 
leader, certainly did not follow that path. . . (p. 1)." Many have 
not looked upon Ellen White as a woman, but as a "bunch of writings
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that you can quote from," only "they don't quote the whole thing" 
just "certain things about [a] woman's place in the home and neglect 
the ones about woman's place somewhere else" (p. 1). Stirling
further comments "that during Ellen White's lifetime women held many 
more positions of prominence within the Adventist church than they 
hold today" (p. 1).
According to Beach (1976), women have made a significant 
contribution over the years to denominational growth and development, 
but without major contribution to the decision-making processes 
within the church. They are often underpaid in comparison to their 
abilities and contributions; they are not given equality in 
employment opportunities, in self-fulfillment, self-respect, and 
recognition, yet they have demonstrated their capabilities, their 
leadership skills, and have proved their value. "It is true that no 
policies prohibit or limit their role, but it is unspoken actions 
that develop attitudes and formulate judgments" (p. 106). "Times are 
changing, women are changing, the issues are changing. The church 
needs to be in step with--if not a step ahead of the times. . . .  It 
is not that women deserve it more--but they deserve it no less" (p. 
105) . "In the areas of administration, if the best qualified person 
is a woman, she should be chosen" (pp. 106, 107).
Maxwell (1976) expresses it in these words: "Women have
exerted a vast influence on the course of Adventism through their 
dedication to service, the variety of their contributions, their 
loyalty, and their humility. . . . Yet for the most part, they have 
served with little recognition. They have done virtually
everything, asked virtually for nothing, and received their reward in
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
30
knowing that they have done what they could" (p. 185), in applying 
what it means to "love thy neighbor."
Nembhard (1981) stated that "the forces that keep women out 
of administrative positions are many." That is, "women are still 
being perceived in stereotyped roles. They are the nurturing roots 
of society; . . ." (p. 4). Nembhard also stated that "women must
know who they are and project a positive image of competence and 
success, this they must do without being either wishy-washy on the 
one hand or overly aggressive on the other" (p. 4).
In Ott-Worrow's (1981) interview, Stirling Indicated that "as 
long as ordination is a requirement for many jobs within the 
Adventist church, qualified women will be excluded and will look to 
the outside for employment" (p. 1). Stirling felt that there are 
certain administrative jobs within the Adventist church that do not 
require ordination as a qualification for employment. Yet the issue 
of ordination forces many qualified women to seek employment in other 
organizations, thus limiting the potential pool of qualified 
employees.
Stirling felt "that the top leadership of the church is aware 
that there are problems for women in finding adequate jobs within the 
church, but feels that at the lower levels of the church structure 
there would be more resistance to change because the women would be 
viewed as 'too much competition' for the men" (p. 2).
Nembhard (1981, p. 4), reporting an interview she had with 
Victor Griffiths, Ph.D., Associate Director of the Department of 
Education of the General Conference of Seventh-day Adventists, "sees 
a greater openness in the denomination toward having women in such
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positions [administrative] but says that the difficulty lies in 
finding individuals to fill the jobs. There are qualified women, he 
affirms, but the church looks for women with experience in the 
system, women who are familiar with the peculiarities of the 
denomination's administrative mechanism and how it works."
In August 1980, a survey was sent to 61 local conference 
presidents of the North American Division of the General Conference 
of Seventh-day Adventists to determine what these presidents were 
looking for in educational administrators at the academy, college, or 
conference level. The survey requested information about qualifi­
cations, age, sex, and race of applicants. Thirty-eight presidents 
responded to the survey. A list of the major qualifications they 
were looking for includes:
1. spiritual commitment
2. human relations and professional competence (scholastic 
preparation and experience)
3. administrative ability and organization
4. good business judgment
5. loyalty and ability to perform as a 'team player'
6. commitment and dedication (Habada & Rumble, 1981, p. 47).
These requirements differ from Thompson and Woods' (1980) in
that the presidents were looking for team players and not people who 
want to seek power. Spiritual commitment was an added dimension to 
the other two lists of requirements for potential administrators.
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
32
Gender DLscrLaina.ti.on Ln Hiring 
According Co Rosen and Jerdee (1974b), discriminatory 
behavior toward women was based on attitudes which cast women as 
limited in the skills generally associated with managerial behavior. 
They tried to determine the degree to which these attitudes appeared 
when women applied for managerial positions. Their study subjects, 
235 male undergraduates, were told to imagine themselves as 
consultants to an employer who had to fill four managerial jobs. 
Given the job description and the candidate's applications, the 
subjects made their selections. The applications were paired by 
gender. Thus, two applications contained similar information, aside 
from the candidate's gender. Two types of jobs were described: 
demanding and routine.
Chi-square and analysis of variance were used to analyze the 
data. Rosen and Jerdee found that the female applicants were rated 
as less acceptable than their male counterparts. The investigators 
reported that this discrimination appeared to be linked to the 
personnel evaluator's perceptions of women's interpersonal competence 
and dependability. Women were also rejected more frequently for 
demanding jobs than for routine ones.
Dub no (1985) reported on a study using the MATWES scale to 
measure managerial attitudes toward women executives. The scale was 
administered to M.B.A. students at three graduate schools of 
business, two located in metropolitan New York and one in 
Williamsburg, Virginia. The scale was administered at three 
different times over a period of eight years (1975 to 1983) and was 
used to measure positive and negative attitudes toward women
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
33
executives. The results shoved that "male M.B.A. students retained 
consistently negative attitudes toward women as managers, while their 
female counterparts were consistently positive" (p. 237).
Interestingly, the men were significantly more negative than the 
women were positive.
Davidson and Cooper (1987a)
present the current position of female managers in Britain and 
examine the similarities and differences between male and female 
managers. In terms of managerial efficiency and performance per 
se, the evidence strongly suggests that there are far more 
similarities than differences between the way men and women 
'manage.' However, there are some major sex differences in
relation to demographic profiles, job status and employment 
factors, career development, occupational stress levels, and 
attitudes towards female managers compared to their male
counterparts. One in nine managers in Britain are women and less 
than one percent occupy senior management positions. Women 
managers tend to have to be more highly qualified than men 
managers, are more likely to be single or divorced, and encounter 
more prejudice and discrimination in the work environment. In 
addition, compared to male managers, female managers have to cope 
with additional stresses stemming both from their work and home 
lives. It is suggested that many of these differences are 
hampering the career prospects of women in management and
contributing towards the difficulties they have in reaching the
higher levels of management compared to men (p. 217).
Estler (1975) reported that education differed from industry 
in that women outnumbered men in the field, but they did not occupy 
managerial positions in accordance with their numbers. Estler found 
no scarcity of women with the required credentials for administrative 
jobs, yet she indicated that women tended to hold limited leadership 
aspirations. However, this viewpoint may serve as a response to the 
limited opportunities available to women in spite of the legislative 
efforts to reduce the inequities in force when appropriate 
legislation was passed.
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According to Levandowski (1977), the literature has clearly 
shown that women can serve in administrative positions as effectively 
as men. In addition, female administrators tend to demonstrate 
superior performance in such areas as working with faculty members, 
and evaluating, encouraging, and facilitating students' academic 
performance. Despite these findings, the number and percentage of 
women in decision-making positions continues to decline.
According to Heilman (1980), gender bias in employment exists 
as women are discriminated against in hiring and in salaries. 
Despite the fact that men and women presented similar qualifications, 
women were not given the same employment opportunities as men. One 
factor in hiring might be a cultural stereotype where women fail to 
demonstrate achievement-linked characteristics. Also, women continue 
to be perceived as less able than men in the workplace. Yet, data 
show that this concept is not true.
Terborg and Ilgen (1975) acknowledged the dominance of men in 
certain occupations and attempted to construct a theoretical 
framework in order to explain this situation. The investigators used 
an in-basket simulation procedure in order to study discrimination 
when a potential candidate attempted to join an organization and when 
an employee sought advancement. They used the terms 'access 
discrimination' and ’treatment discrimination' to describe the 
categories. Access discrimination occurs when external limitations 
are placed on a specific subgroup when a job opening occurs. 
Treatment discrimination takes place when subgroup members are not 
allowed access to all of the positions available in the organization.
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Nixon and Gue (1975) compared three groups of women educators 
on those variables which could Influence career decisions. Women 
administrators, women teachers matched with women administrators on 
education and experience, and randomly selected women teachers were 
the groups studied. Nixon and Gue used a questionnaire to collect 
information from the 47 administrators, the 44 matched teachers, and 
the 42 randomly selected teachers. Additionally, 10 women from each 
group were interviewed.
The randomly selected teachers had less teacher education, 
fewer years of experience, and were younger than those in the other 
groups. Seventy percent of the randomly selected teachers and 50% of 
the participants in the other groups were married. A majority of the 
members of all the groups were willing to spend additional time on 
the job if this expenditure was necessary. Ninety percent of the 
administrators and 70% of the teachers were also willing to spend 
this extra time.
Terborg and Ilgen's (1975) research data showed that when 
employers were asked to assign employees to a job, women tended to be 
assigned to routine jobs and men to challenging jobs. Additionally, 
second-year salaries for women were lower than those for men.
In describing his study in the effect of federal compliance 
requirements on college and university administrators, Scott (1978) 
used the metaphors lords, squires, and yeomen to construct a 
conceptual model for dealing with middle-level-management personnel. 
The investigator used the metaphors because these men and women 
worked in the center of a status hierarchy with only limited 
mobility. Consequently, the influence of organizational size and
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complexity on Che functions carried out by the employees at this 
level contributed to a value dilemma. In this paradigm, the 
participants must decide between service to others or control of 
others.
By the date of Jackson's (1979) report, 209 professional 
women in higher education had attended the program for training women 
in administrative practices. More than 60% reported that the 
experiences were worth the time expended and over 40% said that they 
grew professionally and personally by virtue of their participation. 
More than 70% of the participants said that they expected to apply 
the information acquired when they returned to their jobs.
Cameron and Blackburn (1981) studied sponsorship and career 
achievement in higher education. When gender was controlled 
statistically, the results showed that the type of institution in 
which the individual was employed and the respondent's academic field 
affected the relationship. Males had higher publication rates and 
more network involvement. An additional analysis showed that gender 
was important for its role as a predictor of network involvement.
Habada and Rumble (1981) stated that when women get a job in 
a previously all*male workplace, they find themselves alone, outside 
the circle, with little opportunity for talking about their jobs or 
exchanging ideas. "Some women compensate for this by speaking out at 
staff meetings, or at the other extreme, by withdrawing from the
discussion" (p. 47). Regardless of the method, a woman "either
becomes overly aggressive to the point of being judged obnoxious or 
withdraws to the extent that men rightly proclaim her contributions
to be few and of little value" (p. 47).
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
37
Performance Evaluation 
Heilman (1980) stated that when the position sought has 
strong masculine characteristics and a female candidate shows high 
femininity, there is little likelihood that the job will go to the 
woman. In the case of a job with no gender association, 
discrimination on the basis of gender is inhibited. Yet, gender is 
not the only personal characteristic linked to employment; 
situational factors can be used to determine if a woman is perceived 
as a member of a group or as an individual. With this idea in mind, 
Heilman tried to control the situational factors which influenced 
gender stereotypes and, in turn, control their consequences.
In the experiment, male and female subjects had to evaluate a 
woman who was applying for a managerial position. Information was 
provided about seven other applicants. The gender of the remaining 
applicants was manipulated so that the participants were led to 
believe that different proportions of the applicant pool were 
females. Heilman felt that increasing the proportion of female 
candidates would limit the use of gender-based stereotypes and lead 
to reduced personnel decisions based on this attribute.
The subjects responded to three questions by using a nine- 
point rating scale. The questions concerned the qualifications of 
the applicant, the hiring recommendation by the subject, and the 
opinion of the subject of the potential of the applicant.
Heilman used analysis of variance with her data and found a 
main effect for gender composition. A post-hoc analysis revealed 
that differences appeared between the upper and lower conditions. 
Similar findings occurred for hiring and the potential of the
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applicant. Therefore, Heilman’s findings followed her predictions 
because women candidates were evaluated less favorably when their 
representation in the applicant pool was minimal. Thus, the 
proportion of women in a pool of applicants can influence personnel 
decisions. When the proportion was 25 percent or less, the female 
applicant was identified as less qualified and as possessing lower 
potential.
Research has shown that men tend to be given higher 
performance ratings than women when these ratings are based on 
similar evidence (Deaux & Emswiller, 1975). Information showing the 
gender of a performer, however, tended to eliminate this bias. 
Additionally, the research has shown a tendency for females to make 
use of external attributes in support of their performance, while 
both men and women use external reasons to explain their performance 
in the light of unanticipated findings. With this information at 
hand, the writers conducted a study designed to show whether 
expectations were linked to gender.
Male-related and female-related tasks were constructed and 
verified for study purposes, as Deaux and Emswiller postulated that a 
subject's performance on a task linked to the individual's gender 
would be attributed to skill, while success on a skill associated 
with the opposite gender would be attributed to luck. The 
investigators used analysis of variance with their data and their 
hypotheses were supported. A good performance by a male subject on a 
male-related skill was attributed to skill, while a successful 
performance by a female was attributed to luck. Clearly, perceptions 
of an individual's performance are linked to gender and the type of
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Cask involved. Such perceptions could transfer to educational 
administration.
Stereotypes, equity, and attrition have been used to explain 
gender discrimination. Terborg and Ilgen (1975) reviewed access 
discrimination with regard to hiring and Initial salary and treatment 
discrimination with regard to promotion, delegation of work, 
development, evaluation, and finances. The investigators
hypothesized that a successful performance by a woman in a male-based 
occupation would be unanticipated and attributed to such factors as 
luck and effort, while a man's successful performance would be 
anticipated and attributed to ability.
The in-basket simulation exercise allowed the researchers to 
collect efficiently longitudinal data on access and treatment 
variables. Specifically, this strategy simulated decision making in 
the context of a masculine profession.
The results obtained were consistent with earlier findings. 
Vhile there was some discrimination regarding salary and work 
assignments, sex-role stereotypes did not appear to influence the 
rater's behavior as much as in earlier studies. "Rather, the results 
shoved that underlying psychological processes needed to be evoked in 
order to more fully explain sex discrimination" (p. 370).
Habada and Rumble (1981) presented the meritocracy model used 
by many as a rationale for excluding women from administrative 
positions. The model "maintains that the most competent person in 
administration is always chosen for promotion, therefore men must be 
more competent than women because they are chosen so often" (p. 47).
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Promotion
Ovens (1975), in her study on employment barriers faced by
women administrators, analyzed the perceptions of the supervisors of
women administrators and those of men and women supervised by the
women. Owens was concerned because the number of women
administrators was declining annually. In order to identify these 
barriers, Owens prepared a 50-item opinionnaire. The respondents 
were given three choices for their answers: agree, disagree, or
undecided. Chi-square was used to analyze these data.
In some instances, all of the participants showed high 
agreement. Yet, significant differences did appear for men and women 
on 38% of the opinionnaire items. The respondents agreed that women 
suffered discrimination in seeking promotions. Superintendents and 
women principals differed in their perceptions of the importance of 
prior work experience, their ability to deal with pressure, 
personality, and the extent of discrimination. Men and women 
principals differed in their opinions of a principal's ability to 
relate to teachers and the societal value assigned to males as 
principals. Teachers and female principals also differed in their 
opinions on certain variables.
Owens (1976) reported that her findings showed that both 
superintendents and male principals did not believe that women want 
to become school administrators. However, both men and women 
believed that women can deal with the responsibilities of the 
position.
Adams (1978) used the Job Description Index, the Leader 
Behavior Description Questionnaire. Perceptions of a Supervisor. Role
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Tension Index, and Job Problems to study the perceptions of 
subordinates toward minority and majority managers and the attitudes 
of the managers toward their subordinates. The investigator used 
multiple analysis of variance and multiple regression with the data. 
He found that black male and white female managers showed higher 
consideration scores than white male managers.
Tobias (1980) comments chat women are rarely promoted on the
basis of their performance.
Men are asked to do jobs they have not done before simply because 
they look competent at what they are doing now. Women remain at 
their level of competence and are not stretched to become 
competent at something new. As managers women are not preferred, 
not because they are insensitive or poorly organized but because 
they do not have either formal or informal power, nor are they 
usually in a growth side of administration. . . . Finally, women 
can be their own worst enemies: we can become so comfortable
doing what we do well that we do not ask for promotion or for 
change; we do not delegate to newcomers; we do not tolerate a 
slightly lower standard of performance in order to get to do 
other things ourselves (p. 126).
Grose (1979) reviewed the factors which contributed to the 
small number of female principals in Pennsylvania. Although her 
study was directed toward a single group of women, some of her 
findings may be applicable to women in higher education as well. 
Principals believe that movement between districts facilitates their 
careers, but women are more reluctant than men to make such moves. 
Better role models would probably attract more women into higher 
educational administration. Women who are older and unmarried see 
less conflict and experience greater satisfaction in their efforts to 
deal with family and professional responsibilities than men. Staff 
reductions held no particular threat for women nor did women feel 
differentially toward a shift in the direction of managerial
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responsibilities. More women than men attributed the disparity in 
the ratio of men to women in elementary-school principalship to 
discriminatory attitudes in the school district. This discrimination 
takes a number of forms. Grose reported that subtle attitudes, lack 
of encouragement, and vocal preferences for male principals were 
listed by women as reasons for their not being promoted. In addition, 
little has been accomplished in cultivating women for administrative 
positions, although some efforts have been directed toward men.
Ebert and Stone (1985) investigated "gender differences in 
promotions to administrative positions in elementary and secondary 
public education and assess(ed) the influence of affirmative action 
and equal employment opportunity enforcement" (p. 504). The study 
was "based on longitudinal data for thousands of individual 
educators, discrimination complaints, and other related evidence for 
the states of Oregon and New York" (p. 506).
The data from Oregon indicated that in the early 1970s female 
teachers were significantly less likely to be promoted than similarly 
qualified male teachers, but by the late 1970s the difference was no 
longer significant. Index measures of apparent discrimination 
declined significantly, nearly 50%, during the same period. The fact 
that the sharp change coincided closely with enforcement of federal 
Title IX and a similar state statute, combined with ancillary 
evidence on administrative certifications and discrimination 
complaints suggested that one or both measures influenced the decline 
in apparent discrimination. A similar decline in apparent 
discrimination was found in New York which reinforced the general
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conclusion regarding the effect of equal employment opportunity (EEO) 
on female promotions.
Sponsorship
Laws (1975) reviewed the concept of tokenism as a strategy 
for interclass mobility. In this situation, there are two people. 
One, the sponsor, is a member of the dominant class, while the 
second, or token, belongs to the subordinate class. This state of 
affairs applies whenever the participation of one group is dependent 
upon the concerns and interests of another. With regard to this 
study, it is assumed from the literature review that the 
participation of women in educational administration is controlled by 
men. That is, a woman needs the support and patronage of a man in 
order to acquire a position in the field. Moreover, the woman who is 
acting as a token rarely becomes assimilated into the dominant group. 
According to Laws, the woman's role becomes one of permanent 
marginality. Women's access to certain fields of endeavor has been 
limited, and educational administration is one of these areas.
Sponsorship appears to be an important factor in career 
advancement (Covel, 1977). In fact, the lack of a sponsor seems to 
be pertinent with regard to the small number of women occupying 
administrative positions. Covel also reported that formal training 
and behavior under stressful conditions influence vertical mobility. 
She studied the career patterns of Riverside, California, school 
administrators from 1970 to 1975. During this period of time, women 
were not represented in the administrative ranks in accord with their
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representation at the teaching level. Covel attempted to determine 
why this representation differed.
Covel was able to study the careers of. local school 
administrators longitudinally. She examined personnel records and 
conducted interviews with men and women who were close to the 
educational scene through the years. Her findings were revealing. 
She concluded that administrative careers were determined both 
organizationally and individually. Sponsorship and recruitment were 
the crucial components of career development. Formal training, the 
number of professional moves, and the amount of tension an individual 
can handle were important characteristics in vertical mobility.
Sponsorship appeared to be the most important factor in 
Covel's study. It was so critical that vertical mobility seemed to
stop when sponsorship ceased. The risk of identification between a
male sponsor and a female protege may become embarrassing to both 
individuals. When sponsorship becomes too visible, it may be 
withdrawn. As a result, women assume low level administrative
positions with relative ease; high level positions remained
inaccessible to them.
Ortiz and Covel (1978) used the case study method in their 
research on women in administrative positions. Their findings showed 
that the absence of women from administrative positions was linked to 
the entry and advancement procedures in the schools as well as to the 
dichotomy in the schools where women dominated the teaching component 
while men dominated the administrative component. Five factors 
appeared to be present among women seeking career advancement. Women 
were more likely to be appointed to an administrative job through an
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internal process. Women tended to find a sponsor for their career 
advancement and, in most cases, they were invited to apply for a 
position. Women retained their administrative positions by 
generating a traditional or conservative approach to matters which 
came before them in the course of their daily activities. Because of 
male dominance, women were likely to be excluded from certain 
administrative positions and the Infrastructure surrounding their 
organizations. By necessity, concluded the writers, women who were 
attempting to advance themselves had to find connections with their 
central office in order to locate administrative jobs which were not 
ends in themselves but could serve as stepping stones to higher level 
positions.
Erickson and ?itner (1980) asked women school administrators 
for their advice to women seeking jobs in administration. Four 
questions were posed, and the participants' replies fell into three 
categories: perseverance, goal setting, and visibility. The writers
offered a number of suggestions geared toward upward mobility and 
their article was one of the few in the literature with a practical 
rather than theoretical approach. Female candidates for
administrative jobs were encouraged to seek work experiences with 
different groups of individuals, develop contacts, find a sponsor, 
seek opportunities where individual competencies could be shown, and 
to clarify their professional goals.
Valverde (1980) used ethnography to study socialization and 
promotion in urban school districts with respect to women and other 
minorities. He prepared a model of the sponsor-protege relationship, 
provided an explanation of the outcomes of socialization, and
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developed nine hypotheses which explained the absence of minorities 
from career ladders In education. He found that promotions vere not 
based on competition or merit. Positions vere available through 
restrictive access with favoritism of white males. Thus, 
Institutional practices were used to exclude those other than white 
males from advancement. Moreover, women as well as other minorities 
have the ability to handle the work and are interested in advancing 
themselves.
Valverde used the ethnographic approach because his purpose 
was to Identify and describe the process rather than prove it. 
Additionally, the participants were not aware of the specific aspects 
of the socialization process and only qualitative data were gathered. 
The most likely means of upward mobility was sponsorship, usually by 
principals. Sponsors were identified by a procedure called peer 
identification. Six individuals were identified: five were white,
and one of the whites was female. The non-white individual was male.
Valverde (1980) conducted open-ended interviews with the 
sponsors. He found that sponsorship usually led to promotion. 
Furthermore, large school districts generally had closed shops for 
promotional candidates, and principals controlled matters. Here, the 
principals placed themselves between those seeking promotions and 
those who would actually determine who would advance. Training and 
conformance were two components of this process.
Cameron and Blackburn (1981) studied sponsorship and career 
achievement in higher education. Generally, they found that merit 
played an important role in career advancement, but that social 
factors were also important. Cameron and Blackburn referred to some
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earlier studies where the investigators dealt with such topics as 
productivity and perceptions. Since Cameron and Blackburn worked 
with more disciplines and outcome variables, their study extended the 
earlier findings.
Questionnaires were mailed to 250 faculty members holding the 
rank of assistant professor or above. Interviews were conducted with 
25 respondents. Four dependent variables were used in the study:
(1) grants received, (2) publication rate, (3) rate of collaboration, 
and (4) professional association/publishing network involvement.
They found that much of the information surrounding
sponsorship was unclear. They pointed out that only the most able 
candidates could be accepted as protegees. With reductions in 
resources, the competition for choice positions would increase and 
sponsorship would play an even more important role. In discussing 
affirmative action, Cameron and Blackburn reported that gender was 
not a strong predictor variable. Yet, the number of women who worked 
in favored research universities was lower than the number in other 
settings. The writers reported a strong negative correlation between 
departmental ranking and the proportion of women on the faculty.
Ayora (1981) studied career sponsorship among women school 
administrators by conducting interviews with 26 women principals and 
assistant principals. The interviews focused on the participants’ 
roles as sponsors and candidates. Six other administrators (one 
woman and five men) were interviewed as sponsors only.
The respondents reported that the sponsor-protegee
relationship was mutually beneficial. The protegees said their 
sponsors helped them emotionally, assisted them in acquiring
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administrative skills, and shoved them how to develop communication 
networks. Other matters aside, the protegees' loyalty to their 
sponsors discharged their obligation. In some instances, however, 
the price paid by the protegees went beyond the Immediate situation. 
Ayora reported that the protegees tended to depend upon their 
sponsors to help them to acquire desired positions [rather than using 
their own abilities]. Some sponsors, in turn, took advantage of 
their protegees by assigning them a great deal of work. Several male 
sponsors said that their colleagues commented on their sponsorship of 
females.
The sponsorship*protegee relationship ended when mutual 
benefits could no longer be realized. Although the protegees did not 
particularly care for the relationship, they realized that 
advancement in their career would be far more difficult without a 
sponsor. Sponsors were most helpful in admitting their female 
protegees to administration rather than assisting them with other 
kinds of advancement in their field.
McNeer (1981) investigated the influence of sponsorship among 
female administrators in higher education. She interviewed nine 
women in order to gather data. McNeer found that sponsorship was 
only one factor in career development. She referred to two levels of 
sponsorship. One level was noted at the time of graduate study when 
a faculty member might assist a student to acquire a position at 
another institution. The second level was identified when the 
candidate was nominated to an administrative position by an 
administrator. McNeer also reported that the sponsor's gender was 
not a significant factor in the relationship and that women showed
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
49
the same degree of mobility as men. McNeer's sample size was small 
and her findings must be interpreted with this point in mind.
Masculine and Feminine Traits 
Lester and Chu (1980) stated that women administrators in 
higher education were not less feminine than other women. They 
commented that these women did appear to incorporate other traits 
such as self-reliance, achievement motivation, and assertiveness. 
Traits of this type, usually associated with masculinity, were used 
by women to assist their progress in a field with few channels for 
upward mobility for women.
Lester and Chu indicated that stereotypes were used to keep 
women in subordinate positions in higher education while their male 
counterparts were promoted to supervisory and administrative jobs. 
This state of affairs was more pronounced in higher education than in 
education as a whole. Moreover, Institutions of higher learning were 
doing little to bring women into higher administrative levels. Vhile 
the situation at women's colleges was somewhat better, female 
administrators were given jobs which required specific skills. Few 
women, for instance, served as department chairs, but many served as 
chief librarians or directors of counseling.
It is easy to characterize women who work in administrative 
positions as masculine or as possessing masculine traits. However, 
little substantive research has been conducted in this area. Thus, 
Lester and Chu attempted to determine whether female administrators 
in higher education demonstrated both masculine and feminine traits.
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
50
The combination of masculine and feminine traits in an 
individual is termed androgyny. Operationally, an individual with 
this characteristic can show either masculine or feminine behavior, 
depending on the situation. According to Lester and Chu, a number of 
investigators have studied this matter.
Lester and Chu used a sample composed of 34 male and 34 
female administrators at New Mexico State University and the 
University of Texas at El Paso. Each participant was interviewed for 
15 to 20 minutes using a structured interview. The participants also 
completed a questionnaire which included items taken from other 
instruments. Information was gathered on sex roles, work and family 
orientation, social behavior, and attitudes toward women.
The results indicated that masculine .and feminine 
characteristics were not direct opposites. Also, women
administrators in higher education were not necessarily less feminine 
than other women.
Stockard and Kempner (1981) reported, among other findings, 
an Increase in the number of women holding administrative jobs in 
education. Nevertheless, according to the researchers, gender 
segregation is continuing. While some progress is taking place, 
Stockard and Kempner pointed out that segregation by gender is so 
Ingrained in American life that making changes is a difficult 
process. Additionally, laws passed to eliminate this segregation are 
not easy to enforce. Consequently, the Investigators hypothesized 
that few changes had taken place in education over the past few 
years.
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DaCa vere gathered through an examination of convention 
programs in order to check on women's representation, women's 
enrollment in graduate programs, and women's administrative 
positions. According to the studies, the percentage of women in 
administrative jobs increased over the years. The increase was noted 
for each of the positions identified, but smaller changes were 
observed in policy-making positions.
Ray A. Killian (1971, pp. 23, 24) presented some of the
differences between men and women and implications of those 
differences:
1. Women are more subjective and intuitive.
2. Hen have always been the achievers in business.
3. Women have had to choose between taking a back seat or
using more initiative, showing greater intelligence, and working 
harder to prove themselves.
4. Women are more sensitive and more likely to take things 
personally, which makes them more responsive to the feelings of 
others.
5. Women need and expect more praise (this has to be taken 
into account in developing their motivation).
6. Women are more interested in people than in things.
7. Women like to talk more, which leads them to be more
communicative.
8. Working conditions are often more important to women than
money.
9. Women are more concerned with associates, friends, the 
quality of supervision, and the surroundings of a job; whereas men
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are more interested in the benefits, opportunities for advancement, 
and the salary a job has to offer.
10. Women (especially those who have never worked before)
need more orientation and initial job training than men.
11. Women judge jobs in terms of immediate satisfaction;
whereas men look at jobs with a longer range point of view.
12. Women are biologically different from men. The average 
women is about half as strong as the average man. This suggests that 
women get tired more quickly than men. But in managerial positions 
where the work is more intellectual than physical this is not a big 
problem.
13. Women are usually more emotional than men, and their
emotional reactions are quicker. This causes stronger attachments to 
social relationships on the job and quicker responses to the demands 
of the job. Women tend to express their feelings more openly than 
men.
14. Women are more socially oriented. They have more need 
for social acceptance, recognition, and other people's approval.
15. Men find it difficult to separate personal goals from 
career goals; they see both of them at the same level of importance 
and one set as dependent on the other. On the other hand, women 
strive for separation. They want their personal life quite separate 
from their career.
As far as the intelligence aspect of management potential is 
concerned, there is little difference between men and women. While 
girls generally excel at verbal tasks, boys excel at mathematical and 
visual-spatial problems. Killian observed:
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There is no reason why women who are equal to men in 
intelligence and business experience should not hold equal 
managerial positions. A study of the progress of children in 
elementary school would even indicate that women have a learning 
advantage over boys because of deep interest and maturity.
If a woman is realistic, she knows that she is entering a 
man's world, where she is outnumbered and outranked by men. This 
world's size, shapes, and standards are of male origin-*they were 
designed for male needs, strengths, and preferences. Everything 
is new and strange to her, so it is not to her discredit that it 
might take her longer than a man to adjust. It is to her credit 
that she does adjust; she learns the ropes with amazing adeptness 
and is soon contributing substantially to the company (1971, p. 
28).
General Areas
Burns (1964) distributed a questionnaire to 100 women school 
administrators in California, of whom 69 returned their 
questionnaires. The relatively small number of respondents limited 
the generalizability of the findings, but some interesting points 
emerged from the study. Bums reported a decline in the percentage 
of women occupying leadership positions. Most of the participants 
were assigned to staff positions rather than line positions. 
Generally, the higher administrative positions were held by men. The 
respondents indicated that two factors influenced their decision to 
seek advancement: their own interest and the support of a superior.
Oltman (1970) mailed a questionnaire to the presidents of 750 
colleges and universities with institutional membership in the 
American Association of University Women. Of this number, 454 
responded to the instrument which was designed to collect information 
on the activities of women and their participation as administrators 
and trustees. Their roles in decision making, personnel policy 
matters, and the use of their services were also examined.
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Three research questions were stated for study purposes. The 
questions dealt with (1) the specific positions women were likely to 
hold, (2) recruitment policies for all positions, and (3) decision­
making capabilities. Virtually all of the participating presidents 
reported that women were active parties in decision making. 
Reviewing the data collected, however, it was evident that women 
administrators were usually in jobs which required certain skills but 
had little to do with policy formation. For the most part, women were 
in middle-management positions or in stereotypical jobs. Clearly, 
such positions did not demand true decision-making activities.
Scott (1978) investigated the causes of growth, elaboration, 
and differentiation in administration; the functions, status, roles, 
and values of middle-level administrators; and the influence of 
professional organizations in this area. He found that middle 
managers take on a variety of functions. Although they do not have 
command authority, they are knowledgeable professionals whose 
decisions and actions have a major influence on their institution's 
actions. Without the contributions of the middle manager, effective 
decisions could not be made. Personnel at the middle-management 
level discharge three major roles. They act as liaisons with 
external suppliers, implement procedures for internal actions, and 
work with student-oriented functions.
Finlay and Crossan (1981) examined the status of women in 
higher education administration as well as strategies for increasing 
their numbers. The research review indicated that women were not 
represented in line with their numbers in policy-making positions at 
major colleges. Women tended to be grouped in low- and middle-level
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stereotypical administrative positions, with minority women in more 
demanding jobs. Women's salaries were lower than those for men.
Greer and Finley (1985) investigated the role of women in 
public school administration, holding positions such as 
superintendent, assistant superintendent, associate superintendent, 
supervisor, principal, and assistant principal in nine southern 
states. They contacted the state departments of education in 13 
southern states, but only 9 states responded.
An average of 76% of the administrators were male and 24%
were female. The lowest representation of female administrators for
any state was 13% and the highest was 31%.
Traditional social stereotypes of females as nurturers and 
supporters have limited their vocational opportunities. In 
addition, the availability of models is a major factor in women's 
career choices. Even today, the most visible and frequently the 
most significant adult models available to girls, other than 
their parents, are their teachers. Since most public school 
teachers are female, girls use them as their role models (pp. 6- 
7).
Stead (1978), in his article "Women's Contributions to 
Management Thought," refers to a motion study by Frank and Lillian 
Gilbreath which combined the fields of management and mechanical 
engineering. Lillian Gilbreath commented that the key to managerial 
success was the individual and his/her feelings. She stressed that 
the emphasis in good management must be more on the individual than 
on the work and that effective training would enable the individual 
to make better use of his/her abilities.
The barriers and obstacles confronted by any woman manager 
are summarized in the following:
A woman who enters the rank of management is confronted with 
problems her male counterpart does not have: the fact that men
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male superiority and male dominance; and the reluctance of top 
management to provide training and positions for women (Killian, 
1971, p. 174).
Etaugh (1985) examined changes during the period 1972 to 1984 
in the status of women faculty and administrators in higher 
education. The data indicated that although the status of women 
faculty and administrators had improved during the period, much 
remained to be accomplished. While the proportion of women faculty 
had increased, women still were concentrated (1) in a small number of 
fields such as English, foreign languages, nursing, home economics, 
fine arts, and library science; (2) in the lower ranks; (3) and at 
less prestigious institutions. They were paid less than male faculty 
and were less likely to be tenured. Similarly, women administrators 
were under-represented in high-level positions, especially at public 
coeducational institutions, and were paid less than men. "For both 
faculty and administrators, sex differentials with regard to salary, 
rank, tenure, and position have remained fairly constant over the 
last ten years" (p. 3).
Preparation of Women for Administrative Roles
Dearing (1973) indicated that programs designed to prepare 
women for opportunities in education should be implemented in order 
to circumvent personal channels of selection and promotion. Such 
programs would increase the number of women candidates and their 
visibility.
Wain's (1975) survey of teachers' opinions regarding 
opportunities for women in school administration indicated that the 
primary obstacles for women seeking professional advancement were in
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Che areas of traditional beliefs, practices, and attitudes. A 
majority of the responding teachers felt that women were not 
encouraged to apply for or prepare themselves for administrative 
jobs.
Although institutions of higher learning may take steps 
designed to involve women in decision making, this process does not 
guarantee that women's concerns will be taken seriously (Veiss, 
1980). Veiss called attention to the women's movement at Princeton, 
where female administrators have been assigned to jobs which are 
clearly atypical for them. The college dean and graduate school dean 
were named as examples. Nevertheless, few women enjoy tenure at 
Princeton. "In short, participation itself is no panacea: involving
women in institutional decision making does not necessarily create an 
environment in which women's issues are taken seriously" (p. 65).
Programs designed to foster women's interests are not without 
their problems. Veiss said the time committed to such activities may 
work against a woman's progress because she cannot devote all of her 
energy to her job requirements. She further suggested that women 
faculty members should be wary about too much involvement. 
Additionally, a woman who occupies a position of power in a 
university may not be sensitive to the needs and ambitions of her 
female colleagues at the lower levels, because she may have reached 
her position by aligning herself with the male-oriented 
infrastructure.
Larson (1973) commented that programs designed to advance the 
interests of women educators have not achieved their objectives. 
Information dealing with the variables of salary, rank, tenure,
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
58
status, and policy formation show that few changes have taken place 
since earlier discriminatory activities.
Terborg and Ilgen's (1975) data from an in-basket simulation 
procedure studying discrimination showed that discrimination was 
related to gender when male and female job applicants were awarded 
equal ratings. Here, the female was offered a lower salary.
In a study conducted by Basil (1972) at Stanford University, 
both men and women selected the following as valued characteristics: 
decisiveness, consistency, objectivity, emotional stability, and
analytical ability. These are normally applied to men. The same
participants listed as less valued the following characteristics: 
perception and empathy, loyalty, interest in people, and creativity-- 
which are normally applied to women.
Terborg and Ilgen (1975) classified treatment discrimination 
as a situation where subgroup members did not have access to all the 
positions available in an organization. Uhile women have the same
career objectives as men, they are not given the same opportunities 
to fulfill these objectives (Ortiz & Covel, 1978). Ortiz and Covel 
noted that few studies dealing with women in administrative positions 
had been published and stated that women were not represented in 
graduate educational administration programs in line with their 
numbers, nor were they given access to financial aid as often as men. 
Denied equal access to positions at the management level, women tend 
to be excluded from career tracks.
In her study of female secondary-school principals and
assistant principals, Zimmerman (1979) found that women occupying 
these positions had set high goals for themselves as early as their
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elementary-school years. Consequently, these women had achieved 
higher academic standings than their male counterparts.
Zimmerman offered an explanation for the finding that these 
women's academic records were superior to men's. Here, the gender 
stereotype entered the picture as women, cognizant of this factor, 
did not follow men into the more prestigious and profitable
professions. The women felt that opportunities for advancement would 
be more accessible in education. Vhile this point may be correct, 
the literature clearly states that gender discrimination does occur 
in education.
Nixon and Gue (1975) compared women administrators, women 
teachers matched with women administrators on experience and
education, and randomly selected women teachers on variables which 
could influence career decisions. Vomen teachers did not perceive 
their roles as wives and mothers as barriers to applying for 
administrative jobs. The respondents did indicate that their 
interest would be stronger in the future. At this time, family 
responsibilities and obligations would not be as strong. The 
administrators expressed greater satisfaction with their jobs than
did the teachers. Most of the respondents believed that 
administrative opportunities were limited. Nixon and Gue concluded 
that women teachers had few expectations for career advancement. 
Furthermore, many women teachers have withdrawn from what they
perceive to be a highly competitive situation.
According to Habada and Rumble (1981), many Seventh-day 
Adventist women are adequately qualified to be administrators. The 
discrimination model "suggests that women are less likely to apply
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for leadership positions, knowing that there is little likelihood 
that they will be hired" (p. 46). Vomen tend to be ignored in favor 
of male applicants. Because there are few female superintendents, 
male superintendents have little experience working with female 
administrators; hence they are more likely to hire a male applicant.
Within the Adventist system the "call" appears to work 
against women who might be potential administrators. There seems 
to be an unspoken law which says that one should not aspire to a 
position of leadership but should wait until a committee is moved 
to solicit one's services. Since "calls" are issued by bodies 
made up almost entirely of men who tend to think in terms of the 
"old boy network," it is highly unlikely that women will be 
placed on any list of potential administrators for some time to 
come (Habada & Rumble, 1981, p. 46).
According to Williams (1977), 22 of 72 women teachers who
were asked if they were interested in an administrative position 
responded affirmatively. A majority of the respondents felt that 
their chances for obtaining an administrative post were good. Yet, 
promotion to such a position was not an immediate goal. This point 
was also made by Nixon and Gue (1975). Williams reported that the 
respondents* negative self-image might limit their aspirations and 
that personal characteristics were not perceived as significant in 
terms of upward mobility.
In Levandowski's (1977) opinion, women have not been given 
the opportunity to assume leadership positions in schools and school 
districts. She attributed this failing to myths and misconceptions 
about women and cited two fallacies to support this statement:
(1) women do not have less education than men and (2) women do not 
fail to apply for administrative positions.
Levandowski reported that efforts are being made to improve 
women's status in educational administration at all levels. These
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efforts are being manifested in legislation. This type of 
legislation shows that local school boards are denying administrative 
opportunities to women who are qualified to assume these positions. 
Such legislation ought to include enforcement provisions If 
meaningful changes In the opportunities available to women are going 
to take place.
Scott (1978) discovered in his study on the effect of federal 
compliance requirements on college and university administrators that 
critical differences existed in management training programs designed 
for higher education and for industry. In profit-oriented 
organizations, staff development was looked upon as a means by which 
future top-level managers could be identified. In higher education, 
such training was perceived as growth on an individual basis rather 
than growth for the advancement of the organization. Therefore, 
expectations can conflict and middle managers must be able to cope 
with the problems produced by this difference in perceptions.
Jackson (1979) saw a need for training women in 
administrative practices. She reported on the effect of a four-week 
institute designed to accomplish this goal. Training in finance, 
budget, management and information systems, governance, and planning 
were provided. The participants were satisfied with their experience 
and the results showed that the program was effective in terms of 
achieving its objectives.
Johnson, Yeakey, and Moore (1980) looked at the role of women 
in public education and in administrative positions in public 
education from the students' point of view. Operationally, the 
researchers identified eight techniques used to discriminate against
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vomen who are seeking promotions. Among these techniques, three 
seemed to be novel: (1) Men and women may be assigned jobs with
similar responsibilities but carrying different titles. This 
technique encourages a differential salary schedule, that is, one 
which is detrimental to women. (2) Women are frequently precluded 
from acquiring valuable experience because their initial appointments 
to administrative positions come when they are older than men. This 
factor also mitigates against continued advancement. (3) Job 
isolation was also noted as women are being denied the emotional and 
psychological support routinely given to men.
Psychological Barriers
Johnson et al. (1980) found that a psychological barrier
which prevents women from seeking jobs usually taken by men exists,
despite the recent women's liberation movement. This finding would
explain why few women continue to apply for administrative jobs. The
researchers suggested that administrator'preparation courses designed
for women be established in the nation's graduate education schools,
that statistical surveys documenting the under-representation of
women in educational administration be prepared periodically, that
interested women develop their own system of communication, and that
local school boards be advised of the benefits associated with
encouraging women's interests in school administration.
Schein (1973) stated that
Judging from the high ratio of men to women in managerial 
positions and the informal belief that this is how it should be, 
the managerial job can be classified as a masculine occupation. 
If so, then the managerial position would seem to require 
personal attributes often thought to be more characteristic of 
men than women (p. 152).
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Jewell, commencing on this statement, pointed out that this concept 
presented a problem--if women act as assertively as men, they would 
be seen as aggressive. If they are submissive, compliant, and 
dependent, their superiors would assume that they lacked leadership 
qualities and, therefore, managerial potential.
Morrison, Vhite, and Van Velson (1987) found that executive 
women and men tend to be identical psychologically, intellectually, 
and emotionally, but the similarity ends there. Historically, 
"people have argued that the abilities and attitudes of male managers 
are very different from those of female managers" (p. 18); and they 
have used chose perceived differences to keep women out of 
management. In 1986, Catalyst, a nonprofit, New York-based 
organization, conducted a study looking at women and men in 
comparable management roles. They "discovered more similarities than 
differences across sexes” (p. 18). The "Center for Creative
Leadership--a nonprofit educational institution established in 1970 
to study and enhance leadership . found very few personality
differences between male and female executives" (p. 18). Their study 
included thousands of managers and professionals who have 
participated in management-development programs between 1978 and 
1986. The Center's tests measured "personality dimensions, 
intelligence, and behavior in problem-solving groups" (p. 20). The 
data indicated that executive women were just as able as executive 
men to lead, influence, and motivate other group members, to analyze 
problems as well as to be task-oriented and verbally effective.
Despite these similarities, women are not making the same 
progress as men in the executive ranks. As an example, Fortune-500
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companies have only 1.7% women as corporate officers, "according to a 
1986 study by Mary Ann Von Glinow, a professor in the School of 
Business at the University of Southern California" (Morrison, et al., 
p. 20).
Thompson and Wood (1980) asked some bright, successful 
executives to give their real fears to hiring or promoting women. 
They cited the following:
1. Change. Men work on a friendship relationship. Once a 
women is hired the relationship with each other is changed.
2. Closeness. The company is so small and bringing a woman 
on will make each man feel married to her. . . . Can't have the same 
relationship working with a woman as a man.
3. Feminism. Professional women can be mighty militant.
4. Vulnerability. Man cannot bare his soul in front of a 
woman; can't talk about goals and fears; can't expose himself like 
that.
5. Losing business. Traditionally, business world had been 
run by men. Men can't tell women about their bad financial 
condition.
6. Social pressures. Professional and social life must be 
kept separate. Do not want to socialize with female colleagues.
7. Emotional and physical differences. Women don't think 
like men; don't work like men. Rules are made by men for women to 
follow. Women want sympathy.
There are other authors who mention the above fears, but a 
recent cartoon clipping by "Berry's World" said the three things men 
fear most in women are beauty, self-confidence, and intelligence.
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However, say Thompson and Wood, not all men are afraid to hire vomen, 
but vomen need to know that fears exist. The knowledge of the 
existence of fears should be used positively by women so that they 
can create the proper environment in which to work with their male 
associates.
The Center for Creative Leadership conducted interviews with 
16 men and 6 women, from Fortune-100 size companies, who were 
"responsible for identifying and selecting executives for top jobs" 
(p. 20). For women to be successful, they have to be seen as "better 
than women" as a group, but these women could not go too far and 
forfeit all traces of femininity because that would make them too 
alien to their superiors and colleagues. Unacceptable areas for 
women include extremes that tend to make executive women too much 
like traditional nonprofessional women or too much like women trying 
too hard to be similar to men--for example, executive women trying to 
talk and behave like men.
At least one type of male behavior required by women was 
toughness. In addition, women should demonstrate some traditional 
male behavior but not surrender traditional female behavior. To be a 
top executive, women must be willing to take risks. They must be 
willing to take a job in a different part of the business to broaden 
their experience--for example, move into such areas as finance, 
employee relations, and information services as well as moving from a 
staff position to a line position where they would be responsible 
"for profit and loss, implementation and bottom-line decision-making" 
(Morrison et al., p. 21).
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Some executives classified vomen as "being too 'by the book' 
and cautious" (p. 21). They were expected to be extremely competent, 
even more competent than men in areas "such as starting or turning 
around a department, handling the media, running a business, managing 
subordinates and customers, and chairing a task force" (p. 21).
Vomen executives are expected to put the job first and family second. 
They must be willing "to be mobile and to devote themselves to their 
company" (p. 24).
As well as being willing to assume responsibility, women 
executives must assume accountability for business performance. Also 
as women move up the corporate ladder, they must be willing to accept 
advice and criticism from male executives.
Summary
The number and percentage of women in educational 
administration is well below that of men*-despite legal and social 
efforts to Increase the figures. Vomen occupy more teaching 
positions than men, but Che figures decrease dramatically for women 
in administrative positions. This is true in the public and private 
sectors and at all levels of education.
Physical attractiveness, experience, and sponsorship were 
cited in the literature as factors which influence males in hiring 
females for administrative positions. Physical attractiveness, 
however, may work against the female applicant because the recruiter 
may be sensitive to others’ opinions about the skills of attractive 
women. Job experience applies similarly to men and women, but women 
have been denied the opportunities to gain experience at lower
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administrative levels and may not have the same backgrounds as men. 
Although legislation has encouraged both men and vomen to sponsor 
female proteges for high-level administrative positions, sponsorship 
has worked against vomen in the past because men have had better 
communication patterns in the infrastructure surrounding education.
Women can perform as well as men in administrative positions. 
Those who are interested in developing their careers in this field 
must prepare themselves adequately, take on the appropriate 
personality, develop the relationships which have served men well, 
and persist in their battles for opportunity.
Governance groups at Seventh-day Adventist colleges and 
universities hold the conviction that because vomen are better suited 
to nurturing roles, they should be encouraged to enroll in the areas 
of guidance and counseling. Also, women are still perceived in 
stereotyped roles: nurses, teachers, and secretaries. Betty
Stirling indicated that "as long as ordination is a requirement for 
many jobs within the Adventist church, qualified women will be 
excluded and will look to the outside for employment." In education 
women outnumber men, but it is men that occupy most of the 
administrative positions.
Habada and Rumble presented a "meritocracy model" which 
"maintains that the most competent person in administration is always 
chosen for promotion, therefore men must be more competent than women 
because they are chosen so often." They commented that many women 
are adequately qualified to be administrators, but the model 
"suggests that vomen are less likely to apply for leadership
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positions, knowing that there is little likelihood that they will be 
hired."
Within the Adventist system the "call” appears to work 
against women who might be potential administrators. There seems to 
be an unspoken law which says that one should not aspire to a 
position of leadership, but should wait until a committee is moved to 
solicit one's services. Since "calls" are issued by bodies made up 
almost entirely of men who tend to think in terms of the "old boy 
network," it is highly unlikely that women will be placed on any list 
of potential administrators for some time (Habada & Rumble, 1981).
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CHAPTER III
METHODOLOGY
This chapCer presents the type of study, population, 
instrument, pilot study, procedures, descriptive analysis of the 
data, and the hypotheses.
Type of Study
The study was both descriptive and ex-post* facto. It 
attempted to provide answers to research questions (1) from the 
review of literature and (2) from the survey data. Hypotheses were 
tested to study the differences in response among several categories 
of respondents.
Population
The population consisted of (1) Department directors, General 
Conference of Seventh-day Adventists, (2) Union and local conference 
administrators, North American Division of Seventh-day Adventists,
(3) Principals and vice-principals of the day and boarding academies, 
North American Division of Seventh-day Adventists, and (4) College 
and university presidents, vice-presidents, deans, associate deans, 
and departmental chairs, North American Division of Seventh-day 
Adventists. There was no sampling. A total of 471 persons were 
identified for the study from the Seventh-day Adventist Yearbook.
69
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Instrument
A questionnaire was developed for data collection. It 
consisted of items from the literature which had been identified as 
barriers to selection for hiring, evaluation, or promotion of women 
as administrators. The items had a Likert-type response of five 
categories from strongly disagree (SD) to strongly agree (SA). The 
questionnaire was divided into five sections: (1) demographic
information; (2) recruiting subscale; (3) performance evaluation 
subscale; (4) promotion subscale; and (5) subscale on general areas 
which included statements on the attitudes and reactions of male 
administrators. The items were evaluated for content validity by the 
committee members.
Pilot Study
The questionnaire was given to a sample of local conference 
educational superintendents and to other school adminstrators who 
were not part of the study population. The questionnaire was 
modified, based on the suggestions made by the sample participants.
Based on the responses from the pilot study sample, item 
analysis was undertaken on each section of the instrument. The item- 
analysis-program output included individual scores on the scale; a 
frequency distribution of the scores, mean, and standard deviation; 
and reliability-coefficient alpha. For each item, an analysis was 
made of the proportion of respondents selecting each alternative and 
a point-multiserial correlation was obtained between scores on the 
item and total scores on the section. Table 4 gives, for each
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TABLE 4
BASIC DATA ON THE FOUR SURVEY SECTIONS
Section Reliability
Possible
Range
Actual
Range Mean
Standard
Deviation
2 .1712 0-42 11-22 17.714 3.452
3 .7460 0-56 11-39 20.429 6.716
4 .7630 0-36 5-26 12.643 4.790
5 .7897 0-68 15-40 29.143 6.978
section, the reliability, the actual range of scores compared to the 
possible range of scores, the mean, and the standard deviation.
The reliability coefficients for sections 3, 4, and 5 are 
acceptable; that for section 2 is very low. The table shows that the 
range of scores for section 2 is very small compared to the possible 
range. This accounts in part for the low reliability. Analysis of 
total scores on section 2, therefore, must be accepted with caution.
Table 5 gives the point-multiserial correlations for each 
item on each scale. In general, a point-multiserial correlation 
between .3 and .8 is considered good.
Two of the items of section 2 had negative point-multiserial 
correlations. Items 3 and 4, therefore, were withdrawn from the 
instrument. The removal of these two items should improve the
reliability of section 2. In section 3, items 7 and 10 had negative 
correlations; they, too, were eliminated. All items of section 4
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TABLE 5
POINT-MULTISERIAL CORRELATIONS
Item Section 2 Section 3 Section 4 Section 5
1 .3765 .7797 .3270 .6163
2 .4286 .7591 .7010 .4991
3 -.3560 .6261 .1965 .5480
4 -.0438 .4416 .6774 .7224
5 .4772 .6227 .6874 .7685
6 .7001 .6922 .8093 -.0283
7 .1053 -.2533 .6170 .8660
8 .4370 .7645 .6936 .3402
9 .3686 .8921 .6910 -.1479
10 .0166 -.7103 .1432
11 .5981 .6444
12 .6755 .6576
13 .8245 .5083
14 .5187 .4940
15 .4978
16 .6453
17 .4654
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were retained. Items 6, 9, and 10 of section 5 were eliminated
because of their poor point-multiserial correlations.
A few items which appeared to present greater difficulties Co 
the respondents were changed. These were as follows: In section 2,
item 2 initially read: "Ve use personal channels in recruiting and
selecting for promotion." This was changed to read: "Ve take
personal characteristics into account in recruiting and selecting for 
promotion." Item 8 (new item 6) initially read: "A degree in
educational administration is a prerequisite to being selected as an 
administrator." It was modified to read: "A graduate degree in
educational administration is a prerequisite for selection in 
administrative positions." Item 7 (new item 5) originally read:
"Ordination indicates a spiritual commitment in a prospective
administrator." It was changed to read: "Ordination is generally
essential for holding administrative positions within the Church." 
Item 10 contained three ideas. These were rewritten as three 
separate items (8, 9, 10).
In section 3, item 1 orginally read: "Women are limited in
the skills generally associated with managerial behavior." It was 
changed to read: "Women especially are limited in skills generally
associated with managerial jobs." Item 3 initially read: "The same
criteria are used to evaluate women and men." It was modified to 
read: "In performance evaluation, the same criteria are used to
evaluate men and women." Item 12 (new item 10) originally read: 
"Hales tend to have a higher publication rate than women." It was 
changed to read: "Men have a higher rate of publication than women."
Item 13 (new item 11) initially read: "Women who express their
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opinion are usually classified as obnoxious." Ic was modified Co 
read: "Vomen who express their opinions are usually obnoxious."
In section 4, item 1 originally read: "Women are only
promoted to higher levels of administration if they have the support 
and patronage of some male." It was changed to read: "Vomen can
qualify for promotion to higher levels of administration if they have 
support and patronage of some male." Item 2 initially read: "Vomen
administrators are hired or promoted in our organization on a token 
basis." It was modified to read: "Only token women administrators
are hired or promoted in our organization." Item 3 originally read: 
"There are no limitations placed on women when a job opening occurs 
in higher administration." It was changed to read: "No more
limitations are placed on women than on men in promotion within the 
institutions of higher education." Item 8 originally read: "Men
cannot talk about goals and fears in front of women administrators." 
It was changed to read: "Male workers have difficulty expressing
their goals and fears in front of women administrators." The 
original item 9 contained 2 ideas. These were rewritten separately 
in the revised instrument as items 9 and 10.
In section 5, item 5 initially read: "Vomen receive equal
rank and pay as men in similar jobs." It was changed to read: 
"Women and men in similar administrative positions receive equal rank 
and pay."
A copy of the final instrument is included as Appendix A.
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Procedures
In February 1988, che questionnaires and cover letter were 
mailed in envelopes to each of the 471 members of the population. 
The letter (see Appendix A) explained the purpose of the study and 
requested the cooperation of the respondent. The lower half of the 
back page of the questionnaire had a return address and a stamp. The 
respondent was asked to fold the questionnaire and staple it so that 
the address and stamp were visible.
In June 1988, a follow-up letter was sent, reminding the
members of the population of the study and requesting them to return
the questionnaires promptly (see Appendix A).
Descriptive Analysis
Descriptive analysis was undertaken as follows:
1. A tally was made of the responses to each item, and a 
median value obtained. For this purpose, positive items were scored 
from 1-5 for SD to SA; negative items were scored from 5-1 for SD to 
SA.
2. The median value was calculated for each item.
Null Hypotheses and Their Testing
The following null hypotheses were tested:
1. Male administrators do not have a negative attitude
toward recruiting and promoting women administrators. This
hypothesis was tested by the use of Chi-square analysis to compare
the median score to a "neutral" score of 3 on a scale of 1-5. This
was done for each separate item, for the four section totals, and for
the complete scale total scores.
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2. There is no difference in the attitudes toward recruiting 
and promoting vomen administrators on the part of the following three 
groups of respondents: (a) General Conference, North American 
Division (all levels), (b) administrators of SDA colleges and 
universities, (c) educational administrators, principals, and vice- 
principals of SDA academies. This hypothesis was tested in two ways: 
(i) by analysis of variance of total scores for each of the four 
sections of the instrument and for the complete scale; and (ii) by 
chi-square analysis of each of the 45 separate items of the 
instrument as divided into the four sections.
3. There is no difference in the attitudes toward recruiting 
and promoting vomen administrators on the part of •male adminis­
trators of different educational levels. This hypothesis was tested 
in the same manner as hypothesis 2.
4. There is no difference in the attitudes coward recruiting 
and promoting women administrators on the part of male administrators 
of different age levels. This hypothesis was tested in the same 
manner as hypothesis 2.
For the test of each hypothesis, alpha was set at .05.
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CHAPTER IV
ANALYSIS OF DATA
This chapter presents the results of the study of the 
attitudes of male administrators toward the employment and promotion 
of female administrators. It is divided into four sections: (1) a
demographic description of the respondents, (2) data relating to the 
instruments, (3) analysis relating to the testing of the hypotheses, 
and (4) a chapter summary.
Demographic Description of the Respondents
The instrument was initially sent out in February 1988 to 471 
administrators. The returns indicated that a number of instruments 
had inadvertently been sent to female administrators. By May 18, 
1988, 288 instruments had been returned (61%). A reminder and a 
second copy of the instrument were mailed June 2. This letter 
requested any female administrator who had received the instrument to 
return it, indicating on the front page that it had been received by 
a female. Several more females responded in this way. Also, persons 
receiving the instrument who were unwilling to respond to certain 
items were requested to return it, with an indication as to their 
unwillingness to respond. A number of such returns occurred. Some 
indicated that they thought it was unnecessary to respond since a 
colleague had already done so. Some felt that they had not been in
77
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the administrative position long enough to be able to respond. A few 
indicated their refusal to respond because they thought the items 
were heavily biased.
By September 15, 351 instruments were returned (74.5%).
These included 13 from female administrators, 16 from male 
administrators who declined to respond, and three that were only 
partially completed. These three were included in the analysis of 
those sections which had been completed. Thus, data were used from 
322 respondents, or 70% of the 458 male administrators to whom the 
instruments had been mailed.
Table 6 shows the rate of usable returns' from the various 
subgroups of respondents.
Table 7 shows the composition of the respondent group by 
highest educational degree achieved. The third column of the table 
indicates the number of persons placed in each major category for the 
hypothesis testing.
The respondents were grouped by age as shown in Table 8. The 
majority of the respondents (69%) were in the age range 40-59. Since 
only one person was in the "under 30" group, it was combined, with the 
30-39 age range for a single analysis group of "below 40."
Data Relating to the Instrument
Factor Analysis
As described in Chapter 3, the 45 items of the instrument had 
been placed in four groups to form four subscales. These subscales 
were Recruiting (10 items), Performance Evaluation (12 items), 
Promotions (10 items), and General Areas (13 items).
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TABLE 6
USABLE RESPONSE RATE BY RESPONDENT CATEGORY
Category
Number Invited 
to Respond
Number
Responding
Percentage
Response
Conference administrators 
(all levels) 114 77 67.5
Academy principals 
and vice-principals 125 80 64.0
College presidents, 
vice-presidents, 
deans, department 
chairs, and program 
coordinators 232 164 70.5
No identification -- 1 --
Total--males only 458 322 70.0
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TABLE 7
RESPONDENT GROUP BY DEGREE
Degree Number (%)
Bachelor's level
Bachelor of Arts 10 (3.1)
Bachelor of Science 10 (3.1)
Subtotal 20 (6.2)
Master's level
Bachelor of Medicine. Bachelor of Surgery1- 1 (0.3)
Education Specialist1 7 (2.2)
Master of Arts 71 (22.0)
Master of Business Administration 5 (1.6)
Master of Divinity 5 (1.6)
Master of Education 10 (3.1)
Master of Fine Arts 3 (0.9)
Master of Science 39 (12.1)
Master of Social Work 1 (0.3)
Subtotal 142 (44.1)
Doctoral level
Doctor of Philosophy 89 (27.6)
Doctor of Education 43 (13.4)
Doctor of Ministry 4 (1.2)
Doctor of Dental Surgery 4 (1.2)
Doctor of Medicine 10 (3.1)
Doctor of Musical Arts 1 (0.3)
Doctor of Laws (Juris Doctor) 2 (0.6)
Doctor of Business Administration 2 (0.6)
Doctor of Theology 1 (0.3)
Subtotal 156 (48.4)
No Indication 4 (1.2)
TOTAL 322
-^Considered M.A. equivalent.
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TABLE 8 
RESPONDENTS BY AGE GROUP
Age Number Percentage
60+ 52 16.1
50-59 103 32.0
40-49 119 37.0
Below 40 37 11.5
No indication 11 3.4
TOTAL 322 100.0
With the relatively small number of subjects involved in the 
Pilot Study (Chapter 3), it had not been possible to undertake a 
factor analysis of the items to study whether they did, in fact, 
separate into these four subscales. The item analyses, however, did 
indicate chat the items of each subscale measured consistently with 
each other (see Chapter 3).
It is recommended that at least 10 persons per variable be 
included in any multivariate technique (Kendall, 1975, p. 11). 
Hence, a minimum of 450 subjects would be desirable to give 
confidence in the stability of the intercorrelation matrix underlying 
a factor analysis. The 319 complete returns were still too few for 
this purpose. However, it was of interest to undertake a factor 
analysis of the items. Both a Principal Components Factor Analysis 
with Varimax (orthogonal) Rotation and a Principal Factor Analysis 
with oblique rotation were undertaken. The two analyses yielded very
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similar results, which did not confirm the presence of the four 
planned factors. This result does not permit great confidence to be 
placed In the analyses Involving scores on the four separate 
subscales.
Item Analysis
As a second evaluation of the usability of the four 
subscales, each separate subscale was subjected to Item analysis. 
The ITEHWT program yielded for each scale. In addition to mean, 
standard deviation, and standard error, the value of the reliability 
coefficient alpha (a measure of Internal consistence), and for each 
Item the polnt-multlserlal coefficient of the correlation between 
scores on that Item and total scores on the scale. Table 9 shows, 
for each of the subscales, the number of Items, the value of alpha, 
the range of values of the polnt-multlserlal correlation, and the 
number of those correlations falling In the generally accepted range 
of .30 to .80. The table also contains these values for the complete 
scale of 45 Items. Appendix C lists all the polnt-multlserlal 
correlation coefficients.
The reliability coefficient of the first subscale-- 
Recruiting--while considerably higher than in the pilot study (see 
Table 4), is still too low for confidence to be placed in the 
analyses relating to that subscale. For each of the other three 
subscales, however, the reliability coefficient is reasonable and, 
despite the lack of factor analysis support, results of the analysis 
may be accepted with reasonable confidence. It is clear that the
complete scale is measuring consistently.
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TABLE 9 
ITEM ANALYSIS
Subscale
Number of 
Items
Alpha
Reliability
Point-multiserial
(Range)
Items Within 
Desirable Range
Recruiting 10 .5190 .1543-.6626 8
Performance
evaluation 12 .7315 .2805-.6349 11
Promotions 10 .7381 .4700-.5991 10
General
areas 13 .7162 .2701-.6055 12
COMPLETE
SCALE 45 .8745 -.0556-.6116 39
Testing the Hypotheses
Four null hypotheses were stated in Chapter 3. The
hypothesis dealt with the respondents as a whole. The other three 
hypotheses compare the responses of various subgroups of respondents. 
Each hypothesis calls for several separate analyses. In this 
section, results are discussed relating to each hypothesis in turn.
Hypothesis One
Hypothesis 1:
Male administrators do not have a negative attitude toward 
recruiting and promoting woman administrators.
This directional hypothesis was tested by chi-square 
analysis, comparing the median score to a "neutral” score of 3 per
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
84
item, on a scoring range of 1 Co 5. The response categories for each 
item were 1 - Strongly Disagree, 2 - Disagree, 3 - No Opinion, 4 - 
Agree, and S — Strongly Agree. Items reflecting a positive attitude 
were scored from 1 to 5 for these respective response categories, 
while items reflecting a negative attitude were scored from 5 to 1. 
Hence, a median score below 3 per item was accepted as indicating a 
negative attitude. When dealing with a complete scale of n items, a 
median below 3n was accepted as indicating a negative attitude.
The chi-square analysis compared the frequency of scores 
above 3 and the frequency of scores below 3 to a hypothesized 50% 
below and above 3 (as if the median were at 3). For this purpose, 3 
was taken to be the mid-point of the interval between 2.5 and 3.5. 
Half the frequencies in the interval were considered to be below the 
point 3, and half the frequencies above.
Subscale 1--Recruiting
Table 10, for each item of the first subscale, gives an 
abbreviation of the item statement, the median score, the value of 
chi-square, and an indication of statistical significance. Lack of 
significance indicates retention of the null hypothesis: Male
administrators do not have a negative attitude toward recruiting and 
promoting female administrators. The bottom row of the table gives 
similar information for the complete subscale.
The only item with a median significantly below 3.0 is number 
6, for which chi-square — 38.26; the critical value of chi square 
being 3.84 with 1 df. This item, however, does not specifically 
indicate a discrimination against women and can scarcely be used to
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TABLE 10
ATTITUDES OF MALE ADMINISTRATORS REGARDING
RECRUITING OF FEMALE ADMINISTRATORS
Item Median Chi-square
1. Our recruitment policies tend to select 
more males than females. 3.59 5.47
2. We take personal characteristics into 
account in recruitment and selection 
for promotion. 4.21 234.86
3. Women with androgynous characteristics are 
more often selected as administrators. 3.22 9.39
4. The major role of women is nurturing. 3.90 99.51
5. Ordination is generally essential for 
holding administrative positions within 
the church. 3.89 41.07
6. A graduate degree in Educational 
Administration is a prerequisite 
for selection in administrative 
positions. 2.19 38.26*
7. The hiring of women administrators places 
too much competition on men seeking 
similar jobs. 4.38 248.72
8. Generally men fear beauty in women. 4.18 191.01
9. Generally men fear self-confidence in women. 3.57 104.00
10. Generally men fear intelligence in women. 4.07 122.98
TOTAL SCALE (3n - 30) 36.90 226.40
^Indicates significant results
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argue for a negative attitude tovard the recruitment of women. The 
other nine items all had a median significantly above 3.0, and the 
total scale has a median significantly greater than 30 (3n).
Therefore, with respect to the first scale--Recruiting--the 
null hypothesis is retained. Hale administrators do not manifest a 
negative attitude toward recruiting female administrators.
Subscale 2--Performance Evaluation
Table 11 gives similar information with respect to the second 
subscale. Just one item in this scale, number 10, has a median below 
3.0. The chi-square value of 0.20, however, is not statistically 
significant. The other 11 items all have medians significantly 
greater than 3.0, and the total subscale has a median significantly
greater than 36. tfith respect, therefore, to the second subscale,
the null hypothesis is retained. Hale administrators do not manifest 
a negative attitude toward the hiring and promotion of women with 
respect to performance evaluation.
Subscale 3--Promotions
Table 12 gives the data on median and chi-square values for
each item of the third subscale and the total subscale score. The
only item of this scale with a median below 3.0 is number 1, with a 
median of 2.84. The chi-square of 1.64, however, indicates that this 
value is not significantly less than 3.0. Each of the other nine 
items of the scale has a median significantly greater than 3.0 and 
the total subscale has a median significantly greater than 30.
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TABLE 11
ATTITUDES OF HALE ADMINISTRATORS REGARDING
PERFORMANCE EVALUATION OF FEMALES
Item Median Chi-square
1. Women are especially limited in skills 
associated with managerial jobs. 4.23 208.33
2. Women are not as competent and dependable 
as men. 4.71 285.12
3. In performance evaluation the same criteria 
are used to evaluate men and women. 3.96 112.11
4. A woman's successful performance in 
administration would be attributed to her 
ability. 4.17 262.98
5. Men tend to be given higher performance 
ratings than women when the available 
evidence is similar. 3.58 25.72
6. A good performance by a female participant 
on a male-related skill usually is 
attributable to luck. 4.09 186.41
7. Women tend to seek control of others to a 
greater extent chan men do. 3.90 78.51
8. Women are less likely to be of service 
to others. 4.41 290.80
9. Publications are an essential criterion 
in evaluating achievement. 3.87 83.53
10. Men have a higher rate of publication than 
women. 2.98 0.20
11. Women who express their opinions are usually 
obnoxious. 4.20 268.43
12. Men tend to accept responsibility for their 
actions more than women do. 4.07 181.88
TOTAL SCALE (3n - 36) 46.69 306.20
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TABLE 12
ATTITUDES OF HALE ADMINISTRATORS REGARDING
PROMOTION OF FEMALE ADMINISTRATORS
Item Median Chi-square
1. tfomen can qualify for promotion to higher 
levels of administration if they have the 
support and patronage of some male. 2.84 1.64
2. Only token women administrators are hired 
or promoted in our organization. 3.87 56.60
3. No more limitations are placed on women 
than on men in promotion within the 
institutions of higher education. 3.32 7.16
4. tfomen are able to deal with pressure in 
higher administrative positions as well 
as men. 3.92 134.36
5. tfomen administrators are able to relate to 
subordinates as successfully as men. 3.95 139.58
6. tfomen are capable of dealing with 
administrative responsibilities as well 
as men. 4.12 259.38
7. Ue encourage women to seek higher level 
administrative positions. 3.58 16.10
8. Male workers have difficulty expressing 
their goals and fears in front of women 
administrators. 3.59 27.44
9. Men's thinking patterns are more appropriate 
to administration than women's thinking 
patterns. 3.99 147.59
10. tfomen administrators generally do not 
function as effectively as men 
administrators do. 4.11 226.40
TOTAL SCALE (3n - 30) 36.24 193.15
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With respect to the third subscale, the null hypothesis is 
retained. Male administrators do not manifest a negative attitude 
toward the promotion of women administrators.
Subscale 4— General Areas
Table 13 gives the information with respect to Hypothesis 1 
for each item of the fourth subscale and the total subscale score. 
Two of the items had median values significantly below 3.0. These 
are items 3 and 4, both of which relate to programs to train women 
for administrative responsibilities. It should be pointed out that 
several of the respondents indicated that their organizations do not 
have programs to train male administrators either.
The median of each of the other 11 items in the subscale is 
significantly greater than 3.0.
Summary for Hypothesis 1
Of 45 items in the complete instrument, only five have a 
median less than 3.0, and only three of these medians are 
significantly less than 3.0. None of these three items specifically 
indicates bias against women. The median of each of the other 40 
items is significantly greater than 3.0. Each subscale total has a 
median significantly greater than 3n, where q is the number of items 
in the subscale. On the complete instrument of 45 items, the median 
is 165.85 and chi-square - 285.9, indicating that the median is 
significantly above 135.
Hence, the evidence indicates that the null Hypothesis 1 must 
be retained--male administrators do not have a negative attitude 
toward recruiting and promoting women administrators.
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TABLE 13
ATTITUDES OF MALE ADMINISTRATORS REGARDING
FEMALE ADMINISTRATORS--GENERAL AREAS
Item Median Chi-square
1. Women belong in staff positions rather than 
in line positions. 4.08 195.66
2. Women belong in middle management or 
stereotyped jobs. 4.25 245.22
3. Our organization has programs which prepare 
women for administrative responsibilities. 2.61 11.18*
4. Our programs to prepare women administrators 
are effective. 2.87 4.97*
5. Women and men in similar administrative 
positions receive equal rank and pay. 3.93 99.51
6. Women's access to educational administrative 
training is not limited. 3.90 120.52
7. Women are accepted for administrative 
positions even though they may be wives 
and/or mothers. 3.85 36.22
8. Training programs to prepare women for 
administrative positions include finance, 
management, and information systems, 
governance, and planning. 3.38 36.24
9. Women generally are assigned to jobs similar 
to those of men, but these jobs have 
different titles. 3.36 43.24
10. Women are generally assigned to jobs where 
emotional and psychological supports are 
denied. 3.88 158.62
11. Men and women are able to work in a friendly 
relationship. 4.21 273.94
12. Women administrators tend to be militant. 3.92 114.48
13. Men and women who work together must keep 
their social lines separate. 3.55 15.22
TOTAL SCALE (3n - 39) 46.87 231.20
^Indicates significant result.
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Hypothesis Two
Hypothesis 2:
There is no difference in the attitudes toward recruiting and 
promoting women administrators on the part of the following three 
groups of respondents: (a) SDA conference administrators (all
levels), (b) administrators of SDA colleges and universities, (c) 
educational administrators, principals, and vice principals of SDA 
academies.
This hypothesis is discussed in relation to each of the four 
subscales. In each case, the hypothesis was first tested by one-way 
analysis of variance (ANOVA) of total scores on the subscale. Then 
chi-square analysis was used to compare the responses of the groups 
item by item. Finally, one-way ANOVA was used to compare the group 
means over the complete scale.
Subscale 1--Recruiting 
Test 1--ANOVA
The means of the three groups on the first subscale were as 
follows: for all levels of SDA conference administrators (fl - 78),
the mean score was 37.27; for academy administrators (n - 80), 37.80; 
for college administrators (n - 164), 35.60. The ANOVA test of the 
hypothesis yielded £ - 7.8820 with 2 and 319 degrees of freedom (df) 
and a probability (j>) of 0.0005. Hence, the null hypothesis is 
rejected. Hale administrators in these different positions do have 
different attitudes toward recruiting and promoting women 
administrators.
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Because the hypothesis was rejected, a Scheffe test 
(Ferguson, 1981, pp. 307-9) was used to compare the three pairs of 
means. Because this test is very stringent, Scheffe recommends using 
an alpha of 0.10 for this test if the alpha had been set at .05 for 
the ANOVA (Scheffe, 1959, p. 171).
Table 14 shows, for each comparison, the difference between 
the means, the critical value for the test, and the significance.
This indicates that male college administrators have a 
significantly less positive attitude than either of the other two 
groups toward recruiting female administrators.
TABLE 14
CONTRASTS BETWEEN LEVELS OF MALE ADMINISTRATORS 
FOR ATTITUDES REGARDING RECRUITING OF 
FEMALE ADMINISTRATORS
Groups Compared
Difference 
of Means
Critical
Value
Academy-General Conference, Division, 
Union 0.53 1.482
Academy-College 2.20 1.257*
General Conference, Division, Union- 
College 1.67 1.317*
^Indicates significant results.
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Test 2--Chi-Square Analysis
Table 15 displays, for each of the 10 items of subscale 1, 
the value of chi-square for testing the null hypothesis that the 
three groups of respondents have similar attitudes, and the 
probability and significance of that value of chi-square, with 8 df.
The contingency table for each item is given in Appendix D. 
The contingency table is shown in the text only for those items for 
which the value of chi-square is significant. For only two of the 
items does chi-square analysis indicate a difference in attitude 
among the three subgroups:
Item 5--Ordination is generally essential for holding 
administrative positions within the church.
Table 16 gives the contingency table for this item. Each 
cell shows the number and the proportion of that group who gave that 
particular response.
Table 16 shows a clear tendency for coliege/university
administrators to be more in agreement with this statement than the
other two groups. To a lesser extent, academy administrators are
more in agreement with this statement than the conference personnel.
Item 6: A graduate degree in educational administration is a
prerequisite for selection in administrative positions. Table 17 
gives the contingency table--frequencies and proportional
frequencies--for this item. It is clear from table 17 that college 
and university administrators are much less in agreement with this 
statement than are the other two groups.
While significant differences exist among the responses of 
the three groups to items 5 and 6 of the first subscale, neither item
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TABLE 15
CHI-SQUARE ANALYSIS FOR ATTITUDES OF MALE 
ADMINISTRATORS AT DIFFERENT LEVELS TOWARD 
RECRUITING FEMALE ADMINISTRATORS
Item Chi-square £
1. Our recruitment policies tend to 
select more males than females. 5.411 .713
2. We take personal characteristics 
into account in recruitment and 
selection for promotion. 9.206 .325
3. Women with androgynous characteristics 
are more often selected as 
administrators. 4.778 .781
4. The major role of women is nurturing. 9.495 .302
5. Ordination is generally essential for 
holding administrative positions 
within the church. 30.538 <.0005*
6. A graduate degree in Educational 
Administration is a prerequisite for 
selection in administrative positions. 33.862 <.0005*
7. The hiring of women administrators 
places too much competition on men 
seeking similar jobs. 2.097 .978
8. Generally men fear beauty in women. 6.921 .545
9. Generally men fear self-confidence 
in women. 4.571 .802
10. Generally men fear intelligence 
in women. 4.616 .798
Indicates significant results.
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TABLE 16
CONTINGENCY TABLE--ORDINATION AS A REQUIREMENT 
FOR ADMINISTRATIVE POSITION
Resoonses
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Conference
officials
15
(.195)
41
(.532)
2
(.036)
18
(.234)
1
(.013)
77
Academy 31
(.387)
30
(.375)
5
(.062)
11
(.137)
3
(.037)
80
College/
university
41
(.253)
48
(.296)
14
(.086)
38
(.235)
21
(.130)
162
TOTAL 87
(.273)
119
(.373)
21
(.066)
67
(.210)
25
(.078)
319
TABLE 17
CONTINGENCY TABLE--GRADUATE WORK IN EDUCATIONAL 
ADMINISTRATION REQUIRED FOR ADMINISTRATIVE 
POSITION
Resoonses
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Conference
officials
5
(.065)
36
(.468)
2
(.026)
29
(.377)
5
(.065)
77
Academy 7
(.087)
35
(.438)
2
(.025)
30
(.375)
6
(.075)
80
College/
university
38
(.230)
89
(.543)
9
(.055)
19
(.116)
9
(.055)
164
TOTAL 50
(.156)
160
(.498)
13
(.040)
78
(.243)
20
(.062)
321
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clearly reflects bias against the hiring of female administrators. 
This fact must be borne In mind when interpreting the result of the 
earlier ANOVA test on the subscale as a whole.
Subscale 2--Performance Evaluation 
Test 1--ANOVA
The means of the three groups on the second subscale were as 
follows: For SDA conference administrators (all levels), the mean
was 47.20; for academy administrators, the mean was 47.55; for 
college administrators, the mean was 46.81. The ANOVA test yielded £ 
- 0.5975 with - 2 and 319, and p - 0.5506.
Thus hypothesis 2 is retained. There is no significant 
difference among the attitudes of these three groups of respondents 
toward the hiring and promotion of female administrators, with 
respect to performance evaluation.
Test 2--Chi-Square Analysis
Table 18 displays, for each of the 12 items of subscale 2, 
the value of chi-square for testing the null hypothesis that the 
three groups of respondents have similar attitudes, and the 
probability of that value of chi-square with 8 df. The contingency 
table for each item is given in Appendix D.
For only one of the 12 items does the chi-square analysis 
indicate a difference in attitude among the subgroups:
Item 9--Publications are an essential criterion in evaluating 
achievement.
Table 19 gives the contingency table for this item. Each 
cell gives the number and the proportion of that group who gave the
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TABLE 18
CHI-SQUARE ANALYSIS FOR ATTITUDES OF MALE 
ADMINISTRATORS AT DIFFERENT LEVELS 
ABOUT PERFORMANCE EVALUATION OF 
FEMALE ADMINISTRATORS
Item Chi-square £
1. Women are especially limited in 
skills generally associated with 
managerial jobs. 1.631 .990
2. Women are not as competent and 
dependable as men. 3.434 .904
3. In performance evaluation the same 
criteria are used to evaluate men 
and women. 2.435 .965
4. A woman's successful performance in 
administration would be attributed 
to her ability. 1.722 .988
5. Men tend to be higher performance 
ratings than women when available 
evidence is similar. 4.784 .780
6. A good performance by a female 
participant on a male skill usually 
is attributed to luck. 1.313 .995
7. Women tend to seek control of others 
to a greater extent than men do. 2.816 .945
8. Women are less likely to be of service 
to others. 0.191 • >.999
9. Publications are an essential 
criterion in evaluating achievement. 18.281 .019*
10. Men have a higher rate of publication 
than women. 9.607 .294
11. Women who express their opinions are 
usually obnoxious. 1.337 .995
12. Men tend to accept responsibility for 
their actions more than women do. 4.91.5 .767
*Indicates significant results.
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TABLE 19
CONTINGENCY TABLE--PUBLICATION AS A REQUIREMENT 
FOR ADMINISTRATIVE POSITION
Group
Resoonses
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Conference 15 46 7 9 0 77
officials (.195) (.597) (.091) (.117) (.000)
Academy 14 48 13 4 1 80
(.175) (.600) (.162) (.050) (.012)
College/ 28 72 19 40 5 164
university (.171) (.439) (.116) (.244) (.030)
TOTAL 57 166 39 53 6 321
(.178) (.617) (.121) (.165) (.019)
particular response. From table 19, college/university adminis­
trators are apparently more in agreement with this statement than the 
other two groups. As was the case for subscale 1, the only item of 
subscale 2 which showed a significant difference in attitude among 
these three respondent groups was one which did not, in fact, reflect 
bias against women when taken on its own.
Subscale 3--Promotions 
Test 1--ANOVA
The means of the three groups on the third subscale were as 
follows: for SDA conference administrators (all levels), the mean
was 36.31; for academy administrators, the mean was 36.05; for 
college and university administrators, the mean was 36.07.
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The ANOVA test yielded E - 0.0726 with - 2 and 318, and £
- 0.9338. Thus, the null hypothesis is retained. No significant
difference exists among the attitudes of these three groups of 
respondents toward the promotion of female administrators.
Test 2--Chi-Square Analysis
Table 20 displays for each of the 10 items of subscale 3 the 
value of chi-square for testing the null hypothesis that the three 
groups of respondents have similar attitudes, and the probability of 
that value of chi-square with 8 d£. The contingency table for each
item is given in Appendix D.
For only one of these 10 items does the chi-square analysis 
indicate a difference in attitude among the three subgroups:
Item 3--No more limitations are placed on women than on men in 
promotion within the institutions of higher education.
Table 21 gives the contingency table for this item. Each 
cell shows the number and proportion of that group who gave that 
particular response.
It would appear from table 21 that the major difference 
between the three groups of respondents is that relatively few 
college and university administrators fail to state an opinion. Yet 
these additional members of the group who are willing to express an 
opinion tend to move in both directions--a higher proportion of the 
college and university respondents agreed with the statement, yet a 
higher proportion of this group also disagreed with the statement-- 
when compared to the other two groups. Hence, there is no indication
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TABLE 20
CHI-SQUARE ANALYSIS FOR ATTITUDES OF HALE 
ADMINISTRATORS AT DIFFERENT LEVELS 
REGARDING PROMOTION OF FEMALE 
ADMINISTRATORS
Item Chi-square £
1. Women can qualify for promotion to 
higher levels if they have the 
support and patronage of some male. 2.752 .949
2. Only token women administrators are 
hired or promoted in our organization. 7.460 .488
3. No more limitations are placed on women 
than on men in promotion within the 
institutions of higher education. 37.998 <.0005*
4. Women are able to deal with pressure 
in higher administrative positions 
as well as men. 6.022 .645
5. Women administrators are able to 
relate to subordinates as successfully 
as men. 10.514 .231
6. Women are capable of dealing with 
administrative responsibilities as 
well as men. 5.493 .704
7. We encourage women to seek higher 
level administrative positions. 4.842 .774
8. Male workers have difficulty expressing 
their goals and fears in front of women 
administrators. 1.724 .988
9. Men's thinking patterns are more 
appropriate to administration than 
women's thinking patterns. 9.262 .321
10. Women administrators generally do not 
function as effectively as men 
administrators do. 1.983 .982
^Indicates significant results.
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TABLE 21
CONTINGENCY TABLE--LIMITATIONS ON MEN VS. WOMEN 
IN CONSIDERATION FOR ADMINISTRATIVE POSITION
Responses
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Conference
officials
1
(.013)
17
(.227)
23
(.307)
32
(.427)
2
(.027)
75
Academy 1
(.012)
18
(.225)
34
(.425)
25
(.313)
2
(.025)
80
College/
university
10
(.061)
52
(.319)
16
(.099)
69
(.423)
16
(.098)
163
TOTAL 12
(.038)
87
(.274)
73
(.230)
126
(.396)
20
(.063)
318
from Che chi-square analysis chac Che chree respondenC groups differ 
in cheir accicude coward che promocion of female adminiscraCors.
Subscale 4--General Areas 
TesC 1--ANOVA
The means of Che chree groups on Che fourCh subscale were as 
follows: for all levels of conference adminiscraCors, Che mean was
48.04; for academy adminiscraCors, Che mean was 47.19; and for 
college and universiCy adminiscraCors, Che mean was 46.00.
The ANOVA CesC yielded F - 4.1175, wich df — 2 and 317, and j> 
- 0.0172. Thus, Che null hypoChesis is rejecCed. There is a 
significant difference among Che accicudes of adminiscraCors in Che 
Chree Cypes of posicions. The Scheffe CesC, therefore, was used to 
compare all possible pairs of means. Again, Che alpha level for this
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test was sec at .10 Co councer Che scringency of Che CesC. Table 22 
shows, for each comparison, Che difference between che means, Che 
crlclcal value for Che Ce3C, and Che decision. Thus, .Che conference 
adminiscraCors showed a significantly more posicive attitude on this 
subscale chan did che college and university adminiscraCors. The 
ocher differences were not significantly different.
TABLE 22
CONTRASTS BETWEEN LEVELS OF MALE ADMINISTRATORS 
FOR ATTITUDES TOWARD FEMALE ADMINISTRATORS 
IN GENERAL AREAS
Groups Compared
Difference 
of Means
Critical
Value
Conference-Academy 0.85 1.778
Conference-College 2.04 1.581*
Academy-College 1.19 1.508
^Indicates significant results.
Test Two--Chi-square Analysis
Table 23 shows for each of the 13 items of subscale 4 the
value of chi-square for testing the null hypothesis that the three
groups of respondencs have similar attitudes, and the probability of 
that value of chi-square with 8 df. The contingency table for each
item is given in Appendix D.
For just one of these 13 items, the chi-square analysis
indicates a significant difference in attitude among the three
subgroups:
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TABLE 23
CHI-SQUARE ANALYSIS FOR ATTITUDES OF MALE 
ADMINISTRATORS AT DIFFERENT LEVELS 
REGARDING FEMALE ADMINISTRATORS 
IN GENERAL AREAS
Item Chi-Square £
1. Women belong in staff positions rather 
than line positions. 5.564 .696
2. Women belong in middle management or 
stereotyped jobs. 1.804 .986
3. Our organization has programs which 
prepare women for administrative 
responsibilities. 15.010 .059
4. Our programs to prepare women 
administrators are effective. 5.903 .658
5. Women and men in similar administrative 
positions receive equal rank and pay. 8.109 .423
6. Women's access to educational 
administrative training is not limited. 4.202 .838
7. Women are accepted for administrative 
positions even though they may be wives 
and/or mothers. 2.339 .969
8. Training programs to prepare women for 
administrative positions include 
finance, management, and information 
systems, governance, and planning. 16.504 .036*
9. Women generally are assigned to jobs 
similar to those of men, but these 
jobs have different titles. 11.322 .184
10. Women are generally assigned to jobs 
where emotional and psychological 
supports are denied. 5.610 .469
11. Men and women are able to work together 
in a friendly relationship. 3.528 .897
12. Women administrators tend to be 
militant. 6.846 .564
13. Men and women who work together must 
keep their social lines separate. 1.131 .997
^Indicates significant results.
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Ttram B--Training programs Co prepare women for administrative 
responsibilities include finance, management and information systems, 
governance, and planning. Table 24 gives the contingency table for 
this item. Each cell gives the number and the proportion of that 
group who gave that particular response. The table indicates that 
the conference administrators (and, to a lesser extent, the academy 
administrators) responded more positively to this statement than did 
the college and university administrators.
The Complete Scale
Analysis of variance was used to compare the total scores•• 
over all 45 items of the instrument-- for the three administrative
TABLE 24
CONTINGENCY TABLE--ATTITUDES OF MALE 
ADMINISTRATORS OF DIFFERENT LEVELS 
REGARDING QUALITY OF PREPARATION 
OF WOMEN FOR ADMINISTRATIVE 
POSITIONS
Responses
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Conference
officials
2
(.027)
5
(.067)
22
(.293)
43
(.573)
3
(.040)
75
Academy 1
(.012)
4
(.050)
32
(.400)
40
(.500)
3
(.037)
80
College/
university
4
(.026)
19
(.123)
79
(.510)
49
(.316)
4
(.026)
155
TOTAL 7
(.023)
28
(.090)
133
(.429)
132
(.426)
10
(.032)
310
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groups. The means of the three groups over the total scale were 
168.91 for conference administrators, 168.57 for academy 
administrators, and 164.42 for college and university administrators. 
The ANOVA yielded an F-ratio of 2.8620, with 2 and 316 df, and j> - 
0.0586. Thus the null hypothesis is supported for the total scores.
Summary of Tests of Hypothesis 2
While a few statistically significant differences occurred, 
the analysis gave little indication of any difference in attitude 
toward recruiting and promoting women administrators on the part of 
male conference administrators, academy administrators, and college/ 
university administrators.
Hypothesis Three
Hypothesis 3:
There is no difference in the attitudes toward recruiting and 
promoting women administrators on the part of male administrators of 
different educational levels.
This hypothesis was tested by exactly the same procedure as 
hypothesis 2 and the results are presented in the same order. For 
the testing of the hypothesis, the respondents were grouped as 
follows:
(1) Bachelor's degree level
(2) Master's degree level (This group included seven respondents 
with Ed.S. degrees.)
(3) Doctoral degree level
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Subscale 1— Recruiting 
Test 1--ANOVA
The means of the three groups on the first subscale were as 
follows: for the bachelor's-degree group 36.95; for the master's-
degree group, 37.03; for the doctoral-degree group, 36.11. The ANOVA 
yielded F - 1.6038 with 2 and 315 and p - 0.2028. Thus the null 
hypothesis is retained. Male administrators of different educational 
levels have similar attitudes toward the recruiting of female 
administrators.
Test 2--Chi-Square Analysis
Table 25 displays for each of the 10 items of subscale 1 the 
value of chi-square for testing the null hypothesis that the three 
groups of respondents have similar attitudes, and the probability of 
that value of chi-square with 8 df.
The contingency table for each item is given in Appendix D. 
In the text, the contingency tables are shown only for those items 
for which the value of chi-square is significant.
For only one of these 10 items does the chi-square analysis 
indicate a difference in attitude among the three subgroups:
Item A--The major role of women is nurturing.
Table 26 gives the contingency table for this item. Each 
cell shows the number and proportion of that group who gave that 
response.
From the table, it appears that a greater proportion of 
respondents at the bachelor's-degree level are in agreement with this
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TABLE 25
CHI-SQUARE ANALYSIS FOR ATTITUDES OF MALE 
ADMINISTRATORS WITH DIFFERENT LEVELS OF 
EDUCATION REGARDING RECRUITMENT 
OF FEMALE ADMINISTRATORS
Item Chi-square £
1. Our recruitment policies tend to 
select more males than females. 2.208 .974
2. We take personal characteristics 
into account in recruitment and 
selection for promotion. 2.749 .949
3. Women vith androgynous 
characteristics are more often 
selected. 4.806 .778
4. The major role of women is nurturing. 26.562 .001*
5. Ordination is generally essential for 
holding administrative positions 
within the church. 6.760 .563
6. A graduate degree in Educational 
Administration is a prerequisite for 
selection in administrative positions. 12.995 .113
7. The hiring of women administrators 
places too much competition on men 
seeking similar jobs. 1.739 .988
8. Generally men fear beauty in women. 1.801 .987
9. Generally men fear self-confidence 
in women. 2.599 .957
10. Generally men fear intelligence in 
women. 3.381 .908
^Indicates significant: results.
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TABLE 26
CONTINGENCY TABLE--ATTITUDES OF MALE 
ADMINISTRATORS AT DIFFERENT LEVELS 
OF EDUCATION REGARDING NURTURING 
AS THE PRIMARY ROLE OF WOMEN
Group
Resnonses
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Bachelor's 8 5 3 0 4 20
(.400) (.250) (.150) (.200)
Master's 24 77 22 16 2 141
(-170) (.546) (.156) (.113) (.014)
Doctoral 31 78 22 22 2 155
(.200) (.503) (.142) (.142) (.013)
TOTAL 63 160 47 38 8 316
(.199) (.506) (.149) (.120) (.025)
statement (and stronglv agree). However, those at the bachelor's-
degree level who disagree tend Co be stronger in Chat disagreement.
Subscale 2--Performance Evaluation 
Test 1--ANOVA
The means of the three groups on the second subscale were as 
follows: for the bachelor's-degree group, 48.35; for the master's-
degree group, 47.03; and for the doctoral group 46.99. The analysis 
yielded an F-ratio of 0.6541, with df - 2 and 315, and p - 0.5206. 
Thus, the hypothesis is retained. No significant difference is 
evident among the attitudes of these three groups toward the hiring 
and promotion of female administrators with respect to performance 
evaluation.
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Test 2--Chi-square Analysis
Table 27 displays for each of che 12 items of subscale 2 che 
value of chi-square for CesClng Che null hypothesis Chat che Chree 
groups of respondencs have similar actitudes, and che probability of 
Chat value of chi-square with 8 df. The contingency Cable for each 
item is given in Appendix D. For none of these 12 iCems does che 
chi-square analysis indicate a difference in attitude among the three 
subgroups. Thus, by che second method of analysis, also, the null 
hypothesis is retained. No significant difference exists among male 
administrators of different educational levels with respect to 
performance evaluation of women.
Subscale 3--Promotions 
Test 1--AN0VA
The means of the three groups on the third subscale were as 
follows: for the bachelor's-degree group, 37.55; for the master's-
degree group, 35.64; and for the doctoral-degree group, 36.42. The 
ANOVA yielded an F-ratio of 1.6709 with 2 and 314 and p - 0.1897. 
Thus, the null hypothesis is retained. There is no significant 
difference in attitude toward the promotion of women administrators 
among male administrators of different educational levels.
Test 2--Chi-Square Analysis.
Table 28 shows for each of the 10 items of subscale 3 the 
value of chi-square for testing the null hypothesis, and the 
probability of that value of chi-square with 8 df. The contingency 
table for each item is given in Appendix D.
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
110
TABLE 27
CHI-SQUARE ANALYSIS FOR ATTITUDES OF MALE 
ADMINISTRATORS WITH DIFFERENT LEVELS OF 
EDUCATION REGARDING PERFORMANCE 
EVALUATIONS OF FEMALE 
ADMINISTRATORS
Item Chi-square £
1. Women are especially limited in 
skills generally associated with 
managerial jobs. 1.154 .997
2. Women are not as competent and 
dependable as men. 2.838 .944
3. In performance evaluation the same 
criteria are used to evaluate men 
and women. 6.301 .614
4. A woman's successful performance in 
administration would be attributed to 
her ability. 3.659 .887
5. Men tend to be given higher 
performance ratings than women when 
the available evidence is similar. 2.171 .975
6. A good performance by a female 
participant on a male-related skill 
usually is attributed to luck. 5.570 .695
7. Women tend to seek control of others 
more than men do. 8.731 .365
8. Women are less likely to be of service 
to others. 1.738 .994
9. Publications are an essential criterion
in evaluating achievement. 12.904 .115
10. Men have a higher rate of publication 
than women. 15.212 .055
11. Women who express their opinions are 
usually obnoxious. 2.178 .975
12. Men tend to accept responsibility for 
their actions more than women do. 2.563 .959
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TABLE 28
CHI-SQUARE ANALYSIS FOR ATTITUDES OF MALE 
ADMINISTRATORS WITH DIFFERENT LEVELS OF 
EDUCATION REGARDING PROMOTION OF 
FEMALE ADMINISTRATORS
Item Chi-square £
1. Women can qualify for promotion to 
higher levels of administration if 
they have the support and patronage 
of some male. 6.760 .563
2. Only token women administrators are 
hired or promoted in our organization. 10.861 .210
3. No more limitations are placed on 
women than on men in promotion within 
the institutions of higher education. 18.832 .016*
4. Women are able to deal with pressure 
in higher administrative positions as 
well as men do. 4.706 .788.
5. Women administrators are able to relate 
to subordinates as successfully as men. 12.414 .134
6. Women are capable of dealing with 
administrative responsibilities as well 
as men. 3.602 .891
7. We encourage women to seek higher 
administrative positions. 1.203 .997
8. Male workers have difficulty expressing 
their goals and fears in front of women 
administrators. 3.284 .915
9. Men's thinking patterns are more 
appropriate to administration than 
women's thinking patterns. 2.695 .952
10. Women administrators do not function 
as effectively as men administrators. 2.619 .956
JL
Indicates significant results.
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
112
For only one of these 10 items does the chi-square analysis
indicate a difference in attitude among the three subgroups:
Item 3--Mo more limitations are placed on women than on men in 
promotion within the institutions of higher education.
Table 29 gives the contingency table for this item. Each 
cell gives the number and che proportion of that group who gave that 
particular response
The major difference evident in this table is that fewer of 
the doctoral group failed to state an opinion. The greater number 
giving an opinion, however, were divided between agreement and 
disagreement in similar proportions to the other groups. In all
three groups, a higher proportion agreed than disagreed with the
statement.
TABLE 29
CONTINGENCY TABLE--ATTITUDES OF MALE ADMINISTRATORS 
AT DIFFERENT LEVELS OF EDUCATION REGARDING 
LIMITATIONS PLACED ON PROMOTION OF WOMEN
Group
ResDonses
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Bachelor's 0 4 7 7 2 20
(.200) (.350) (.350) (.100)
Master's 5 35 46 51 4 141
(.035) (.248) (.326) (.362) (.028)
Doctoral 7 46 19 68 14 154
(.045) (.299) (.123) (.442) (.091)
TOTAL 12 85 72 126 20 315
(.038) (.270) (.229) (.400) (.063)
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Hence, despite the significant chi-square, it would be 
difficult to infer that any one group indicated a more positive (or 
negative) attitude than the others.
Subscale 4--General Areas 
Test 1--AN0VA
The means of the three groups on the fourth subscale were as 
follows: for the bachelor's-degree group, 47.80; for the master's-
degree group, 46.98; and for the doctoral group, 46.55. The test of 
the hypothesis yielded F - 0.5691 with 2 and 306 slf, and £ ” 0.5666. 
Thus, the hypothesis is retained. On subscale 4 as a whole, the mean 
attitude scores of the chree groups do not significantly differ.
Test 2--Chi-square Analysis
Table 30 gives for each of the 13 items of subscale 4 the 
value of chi-square for testing the null hypothesis and the 
probability of that chi-square with 8 df. The contingency table for 
each item is given in Appendix D.
For none of these 13 items does the chi-square analysis 
indicate a significant difference among the three educational-level 
subgroups of male administrators in their attitude toward the hiring 
and promotion of female administrators with respect to these general 
areas.
The Complete Scale
ANOVA was used to compare the total scores--over all 45 items 
of the instrument--of the male administrators grouped according to 
educational level. The means of the three groups were 170.65 for the
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TABLE 30
CHI-SQUARE ANALYSIS FOR ATTITUDES OF MALE 
ADMINISTRATORS WITH DIFFERENT LEVELS OF 
EDUCATION REGARDING HIRING AND 
PROMOTION OF FEMALE 
ADMINISTRATORS
Item Chi-square £
1. Women belong In scaff positions 
rather than line positions. 6.150 .630
2. Women belong in middle management or 
stereotyped jobs. 3.701 .883
3. Our organization has programs which 
prepare women for administrative 
responsibilities. 11.559 • .172
4. Our programs to prepare women 
administrators are effective. 9.240 .322
5. Women and men in similar administrative 
positions receive equal rank and pay. 5.124 .744
6. Women's access to educational 
administrative training is not limited. 2.864 .943
7. Women are accepted for administrative 
positions even though they may be wives 
and/or mothers. 1.565 .992
8. Training programs to prepare women for 
administrative positions include 
finance, management, and information 
systems, governance, and planning. 4.161 .842
9. Women generally are assigned to jobs 
similar to those of men, but jobs have 
different titles. 2.388 .967
10. Women are generally assigned to jobs 
where emotional and psychological 
supports are denied. 6.222 .647
11. Men and women are able to work together 
in a friendly relationship. 3.383 .908
12. Women administrators tend to be
militant. 7.961 .241
13. Men and women who work together must 
keep their social lines separate. 4.419 .817
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
115
bachelor's-degree group, 166.65 for the master's-degree group, and 
166.01 for the doctoral-degree group. The ANOVA yielded £ - 0.7192, 
with 2 and 312 ££, and £ - 0.4879. Thus, the null hypothesis is 
retained with respect to total scores.
Summary of Test of Hypothesis 3
The ANOVA tests for each of the four subscales and the total 
instruments yielded non-significant F-ratios. When chi-square 
analysis was applied to the responses to each of the 45 separate 
items of the scales, for only two items was a significant chi-square 
obtained.
Thus, in almost every respect, the null hypothesis was 
retained--no difference exists in the attitudes toward recruiting and 
promoting women administrators on the part of male administrators of 
different educational levels.
Hypothesis Four
Hypothesis 4:
There is no difference in the attitudes toward recruiting and 
promoting women administrators on the part of male administrators of 
different age levels.
Hypothesis 4 was tested by the same procedures as hypotheses 
2 and 3, and the analysis is presented in the same order. As 
indicated previously, the five initial age categories were reduced to 
four for the sake of the analysis, as only one respondent was below 
30 years of age.
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Subscale 1--Recruiting 
Test 1--ANOVA
The means of the four groups on the first subscale were: for
the age group 60+, 36.12; for the 50-59 group, 36.33; for the 40-49 
group, 36.87; and for the under-age-40 group, 36.86. The ANOVA 
yielded an E-ratio of 0.4911, with 3 and 307 <i£, and £ - .6887. 
Hence, the null hypothesis is supported. The age groups do not
differ in attitude with respect to the recruiting of female 
administrators.
Test 2--Chi-square Analysis
Table 31 displays for each of the 10 items of subscale 1 the 
value of chi-square for testing the null hypothesis, the probability 
of that value of chi-square with 12 df, and significance of the 
result. The contingency table for each item is given in Appendix D.
For none of the items of subscale 1 is the value of chi-
square significant. Thus, item by item, the null hypothesis is
retained for this subscale. Male administrators in the various age 
categories do not differ in their attitudes toward recruiting female 
administrators.
Subscale 2--Performance Evaluation 
Test 1--ANOVA
The means of the four groups on the second subscale were, for 
the 60+ group, 46.81; for the 50-59 group, 46.37; for the 40-49
group, 47.75; and for the below-40-years group, 48.05. The ANOVA 
yielded an E*ratio of 1.9266, with 3 and 307 df, and p - 0.1252.
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TABLE 31
CHI-SQUARE ANALYSIS FOR ATTITUDES OF MALE 
ADMINISTRATORS OF DIFFERENT AGE GROUPS 
REGARDING RECRUITING OF 
FEMALE ADMINISTRATORS
Item Chi-square £
1. Our recruitment policies tend to 
select more males than females. 11.087 .523
2. We take personal characteristics into 
account in recruitment and selection 
for promotion. 2.300 .999
3. Women with androgynous characteristics 
are more often selected as 
administrators. 5.667 .932
4. The major role of women is nurturing. 18.173 .111
5. Ordination is generally essential for 
holding administrative positions 
within the church. 7.472 .825
6. A graduate degree in Educational 
Administration is a prerequisite for 
selection in administrative positions. 3.903 .985
7. The hiring of women administrators 
places too much competition on men 
seeking similar jobs. 15.439 .218
8. Generally men fear beauty in women. 8.540 .742
9. Generally men fear self-confidence 
in women. 8.301 .761
10. Generally, men fear intelligence 
in women. 6.872 .866
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Hence, che null hypothesis is retained. Vith respect to the
second subscale as a whole, the male respondents of different age
groups do not differ in attitude.
Test 2--Chi-Square Analysis
Table 32 gives for each of the 12 items of subscale 2 the
value of chi-square for testing the null hypothesis, and the
probability of that value of chi-square with 12 df. The contingency 
table for each item is given in Appendix D.
For none of these 12 items does the chi-square analysis 
indicate a difference in attitude among the four subgroups. Thus, by 
both methods of analysis, the null hypothesis is retained. Ho 
significant difference exists among male administrators of different 
ages with respect to performance evaluation of women.
Subscale 3--Promotions 
Test 1--ANOVA
The means of the four age groups on the third subscale were 
as follows: 36.75 for the 60+ group; 35.41 for the 50-59 group;
36.38 for the 40-49 group; and 37.19 for the below-40 group. The 
ANOVA yielded £ - 1.5656 with 3 and 306 df, and £ - 0.1977. Thus the 
first test fails to lead to rejection of the null hypothesis.
Test 2--Chi-square Analysis
Table 33 displays for each of the 10 items of subscale 3 the 
value of chi-square for testing the null hypothesis and the 
probability of chi-square with 12 df. The contingency table for each 
item is given in Appendix D.
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TABLE 32
CHI-SQUARE ANALYSIS FOR ATTITUDES OF MALE 
ADMINISTRATORS OF DIFFERENT AGE GROUPS 
REGARDING PERFORMANCE EVALUATION OF 
FEMALE ADMINISTRATORS
Item Chi-square S
1. Women are especially limited in 
skills generally associated with 
managerial j obs. 3.479 .991
2. Women are not as competent and 
dependable as men. 10.401 .591
3. In performance evaluation the same 
criteria are used to evaluate men 
and women. 11.428 .493
4. A woman's successful performance in 
administration would be attributed 
to her ability. 8.050 .791
5. Men tend to be given higher 
performance ratings than women when 
available evidence is similar. 6.294 .901
6. A good performance by a female 
participant on a male-related 
skill usually is attributed to luck. 3.605 .990
7. Women tend to seek control of others to 
a greater extent than men do. 6.222 .905
8. Women are less likely to be of
service to others. 8.875+ .449
9. Publications are an essential criterion 
in evaluating achievement. 6.996 .858
10. Men have a higher rate of publications 
than women. 10.042 .612
11. Women who express their opinions are 
usually obnoxious. 2.772 .997
12. Men tend to accept responsibility for 
their actions more than women do. 9.411 .667
+9 if.
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TABLE 33
CHI-SQUARE ANALYSIS FOR ATTITUDES OF HALE 
ADMINISTRATORS OF DIFFERENT AGE GROUPS 
REGARDING HIRING AND PROMOTION OF 
FEMALE ADMINISTRATORS
Item Chi-square D
1. Women can qualify for promotion to 
higher levels of administration if 
they have the support and patronage 
of some male. 8.024 .783
2. Only token women administrators are 
hired or promoted in our organization. 5.249 .949
3. No more limitations are placed on 
women than on men in promotion within 
the institutions of higher education. 19.751 .072
4. Women are able to deal with pressure 
in higher administrative positions as 
well as men do. 8.519 .743
5. Women administrators are able to relate 
to subordinates as successfully as men. 15.151 .233
6. Women are capable of dealing with 
administrative responsibilities as well 
as men. 5.829 .924
7. We encourage women to seek higher level 
administrative positions. 11.050 .525
8. Male workers have difficulty expressing 
their goals and fears in front of women 
administrators. 1.988 .999
9. Men's thinking patterns are more 
appropriate to administration than 
women’s thinking patterns. 21.626 .042*
10. Women administrators generally do not 
function as effectively as men 
administrators. 4.882 .962
*Indicates significant results.
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For only one of these 10 items is the value of chi-square 
significant:
Item 9--Men's thinking patterns are more appropriate to 
administrators than women's thinking patterns.
Table 34 shows the contingency table for this item. Each 
cell gives the number and the proportion of that group who gave that 
particular response. On combining the proportions for Strongly 
Disagree and Disagree, it would appear that the 60+ group disagrees 
even more with this statement than do the other three groups.
However, a greater proportion of those in the below-40-years age
TABLE 34
CONTINGENCY TABLE--ATTITUDES OF MALE 
ADMINISTRATORS OF DIFFERENT AGE 
GROUPS REGARDING THINKING 
PATTERNS APPROPRIATE FOR 
ADMINISTRATIVE POSITIONS
Resoonse
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Age 60+ 13
(.250)
31
(.596)
4
(.077)
4
(.077)
0
(.000)
52
Age 50-59 15
(.149)
64
(.634)
6
(.059)
16
(.158)
0
(.000)
101
Age 40-49 26
(.218)
66
(.555)
20
(.168)
6
(.050)
1
(.008)
119
Below 40 14
(.378)
15
(.405)
7
(.189)
1
(.027)
0
(.000)
37
TOTAL 68
(.220)
176
(.570)
37
(.120)
27
(.087)
1
(.003)
309
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group Chan In Che ocher groups cend Co respond Scrongly Disagree chan 
Disagree.
Aparc from chls one icem, che analyses lead Co che recenclon 
of che null hypothesis that male adminiscraCors In dlfferenC age 
groups have similar acclcudes coward Che promoClon of women 
adminiscraCors.
Subscale 4--General Areas
Tesc 1--ANOVA
The means of the four age groups on che fourch subscale were 
48.10 for the 60+ group, 46.15 for the 50-59 group, 47.10 for the 40- 
49 group, and 46.70 for che below-40-years group. The ANOVA yielded 
E - 1.6401, with 3 and 305 df, and p - 0.1801. Thus, the first 
analysis leads to the retention of the null hypothesis. On the 
fourch subscale as a whole, che mean attitude scores of che four age 
groups do not significantly differ.
Test 2--Chi-square Analysis
Table 35 shows for each of the 13 items of subscale 4 che 
value of chi-square for testing the null hypothesis and the 
probability of that chi-square with 12 df. The contingency table for 
each item is given in Appendix D.
For only one of these 13 items is the value of chi-square 
significant:
Item 12--Women administrators tend to be militant.
Table 36 is the contingency table for item 12. Each cell of 
the table gives the frequency and the proportion of the group that 
gave that specific response.
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TABLE 35
CHI-SQUARE ANALYSIS FOR ATTITUDES OF MALE 
ADMINISTRATORS OF DIFFERENT AGE 
GROUPS REGARDING EMPLOYMENT OF 
FEMALE ADMINISTRATORS
Item Chi-square £
1. Women belong in staff rather than 
line positions. 5.602 .935
2. Women belong in middle management or 
stereotyped jobs. 5.573 .936
3. Our organization has programs which 
prepare women for administrative 
responsibilities. 8.630 .734
4. Our programs to prepare women 
administrators are effective. 12.775 .386
5. Women and men in similar 
administrative positions receive 
equal rank and pay. 3.295 .993
6. Women's access to educational 
administrative training is not limited. 7.870 .795
7. Women are accepted for administrative 
positions even though they may be wives 
and/or mothers. 6.169 .907
8. Training programs to prepare women for 
administrative positions Include 
finance, management, and information 
systems, governance, and planning. 12.806 .383
9. Women generally are assigned to jobs 
similar to those of men, but these jobs 
tend to have different titles. 14.488 .271
10. Women are generally assigned to jobs 
where emotional and psychological 
supports are denied. 13.290+ .150
11. Men and women are able to work together 
in a friendly relationship. 4.688 .968
12. Women administrators tend to be 
militant. 17.397+ .043*
13. Men and women who work together must 
keep their social lines separate. 3.985 .984
*Indicates significant results.
+9 df.
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TABLE 36
CONTINGENCY TABLE--ATTITUDES OF MALE 
ADMINISTRATORS OF DIFFERENT AGE 
GROUFS REGARDING PERCEPTIONS OF 
MILITANCY IN WOMEN HOLDING 
ADMINISTRATIVE POSITIONS
Resnonse
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Age 604- 16
(.308)
21 
(.404)
4
(.077)
11
(.212)
0
(.000)
52
Age 50-59 15 
(•147)
55
(.539)
15
(.147)
17
(.167)
0
(.000)
102
Age 40-49 19
(.161)
69
(.585)
21
(.178)
9
(.076)
0
(.000)
118
Below 40 11
(.306)
20
(.556)
4
(.111)
1
(.028)
0
(.000)
36
TOTAL 61
(.198)
165
(.536)
44
(.143)
38
(.123)
0
(.000)
308
The major reason for the significant chi-square appears Co be 
that a greater proportion of the two older groups than of the others 
agreed with the statement--though all four groups disagreed on the 
whole. Also, a greater proportion of the below-40 group than of any 
other group disagreed with the statement. Apart from this single 
item, both analyses lead to the retention of the null hypothesis with 
respect to subscale 4, general areas.
The Complete Scale
ANOVA was used to compare the total scale--over all 45 items
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of che instrument--of the male administrators grouped by age. The 
means of the four groups according to age were as follows: 167.77
for the 60+ group, 164.26 for the 50-59 group, 168.03 for the 40-49 
group, and 168.81 for the below-40 group. The test yielded £ - 
1.3592, with 3 and 304 §£, and p - 0.2554. Thus, the null hypothesis 
is retained with respect to total scale score.
Summary of Test of Hypothesis 4
The ANOVA tests for each of the four subscales and the total 
Instrument yielded non-significant E-ratios. When the chi-square was 
used to compare the four age groups on each of the 45 items of the 
scale, only two items showed a significant chi-square value. Thus, 
in almost every respect, the null hypothesis was retained. Male 
administrators, when grouped by age, do not differ with respect to 
their attitude toward the recruiting and promotion of female 
administrators.
Summary
Chapter 4 included a demographic description of the 
respondents, factor analysis and item analysis information, and the 
testing of the null hypotheses.
Except for a very few specific testing occasions, all four 
null hypotheses were retained. Male administrators do not have a 
negative attitude toward recruiting and promoting female 
administrators and do not differ in their attitudes when categorized 
by administrative position, education, or age.
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CHAPTER V
SUMMARY, CONCLUSIONS, IMPLICATIONS,
AND RECOMMENDATIONS
This chapcer presents the summary and conclusions of the 
study, discussion of the findings, and recommendations for 
implementation and further research. The need for the study arose 
from the perception that the proportion of women in educational 
administration is lower than the proportion of women in teaching in 
SDA educational institutions within the North American Division.
Summary
The summary of the study is divided into four sections:
(1) purpose, (2) overview of related literature, (3) population and 
instrumentation, and (4) null hypotheses and methods of analysis.
Purpose
The purpose of the study was to investigate the attitudes of 
male administrators and the factors which tend to influence them in 
their selection process for hiring, evaluating, or promoting female 
administrators in the field of Adventist education.
Review of Related Literature
The review of literature for this study was presented in four 
sections. Section 1, recruiting, reported on the proportion of men
126
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and women in administrative positions, discussed reasons for the lack 
of equality, and presented attributes which characterize a successful 
administrator.
Section 2 considered performance evaluation and dealt with 
such factors as bias in performance ratings. For example, reports 
exist of administrators giving higher performance ratings to males 
than to females when the ratings are based on similar evidence and 
attributing successful performance by women in a male-dominated 
occupation to luck and effort rather than to ability and skill.
Section 3 reviewed literature which reported on factors 
related to promotion. It has been reported that male educational 
administrators believe that women do not want to become school 
administrators although they can deal with the responsibility of the 
position. Women are rarely promoted on the basis of their 
performance. They usually hold middle-management positions or 
stereotypical jobs. Sponsorship is an important factor in the 
promotion of women. Women administrators in higher education have 
not lost their femininity; rather, they have added masculine traits.
Section 4 discussed general areas such as barriers and 
obstacles confronted by women managers, and lack of equality in pay. 
In the face of perceived discrimination, a woman's negative self- 
image and sense of less competence may lead her to hold few 
expectations for career advancement.
Population and Instrumentation
The population consisted of 458 male educational 
administrators identified by use of the SDA Yearbook, serving in the
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General Conference Department of Education, the union and local 
conference offices, the academies, universities, and colleges in the 
North American Division of the SDA church. Usable responses were 
received from 322 male administrators.
The questionnaire which was mailed to the population 
contained a demographic section, followed by four subscales: 
Recruiting (10 items), Performance Evaluation (12 items), Promotion 
(10 items), and General Areas (13 items). Each of these four 
subscales consisted of statements with responses on a five-point 
Likert scale from "Strongly Disagree" to "Strongly Agree."
Null Hypotheses and Methods 
of Analysis
Four null hypotheses were tested:
1. Male administrators do not have a negative attitude 
toward recruiting and promoting female administrators. This 
hypothesis was tested by the use of Chi-square analysis to compare 
the median score to a "neutral" score of 3 on a scale of 1-5. This 
was done for each separate item, for the four section totals, and for 
the complete scale total scores.
2. There is no difference in the attitudes toward recruiting
and promoting women administrators on the part of the following three
groups of respondents: (a) General Conference, North American
Division (all levels), (b) administrators of SDA colleges and 
universities, (c) educational administrators, principals, and vice­
principals of SDA academies. This hypothesis was tested in two ways: 
(i) by analysis of variance of total scores for each of the four 
sections of the instrument and for the complete scale; and (ii) by
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chi-square analysis of each of the 45 separate items of the 
instrument as divided into the four sections.
3. There is no difference in the attitudes toward recruiting 
and promoting women administrators on the part of male administrators 
of different educational levels. This hypothesis was tested in the 
same manner as hypothesis 2.
4. There is no difference in the attitudes toward recruiting 
and promoting women administrators on the part of male administrators 
of different age levels. This hypothesis was tested in the same 
manner as hypothesis 2.
Conclusions
Based on the data gathered and analyzed, the following 
conclusions are presented by hypothesis:
Hypothesis 1
For only 5 of the 45 items in the instrument were the median 
responses on the negative side of neutral and only three of these 
were significantly so. None of the above three items specifically 
indicated bias against women in relation to their being hired or 
promoted as administrators.
For each of the other 40 items the median response was 
significantly to the positive side of neutral. For each of the four 
subscale totals and for the complete scale total, the median response 
was significantly on the positive side. Therefore, far from 
indicating a negative attitude, the results show that male 
administrators have a positive attitude toward recruiting and 
promoting women administrators.
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Hypothesis 2
With respect to the first subscale, analysis of the total 
scores shoved that male college administrators have a significantly 
less positive attitude than either of the other two groups toward 
recruiting female administrators.
Analysis of the separate items of this subscale showed 
differences among the three groups only on items dealing with the 
Importance of ordination and a graduate degree in educational 
administration. These items do not in themselves indicate any 
difference in attitude towards recruitment of women administrators.
With respect to the second subscale, no significant 
difference was found among the conference, college, and academy 
administrators in relation to performance evaluation of women 
administrators.
Total scores on the third subscale showed no significant 
difference among the attitudes of the three respondent groups toward 
the promotion of female administrators. Analysis of the separate 
items of that subscale fail to show any significant difference among 
these three groups of respondents.
For the total score on subscale 4--general areas--the 
conference educational administrators showed a more positive attitude 
than the college and university administrators. The only Individual 
item on the subscale which showed a difference among the three groups 
was one relating to the content of training programs; this did not 
involve attitudes toward hiring and promoting women administrators.
For the total scores on the entire scale, no difference was 
indicated among the attitudes of these three groups of respondents.
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Hypothesis 3
For only one item did the chi-square analysis indicate a 
difference in attitude among respondents of different educational 
levels. A. greater proportion of those at the bachelor's level than 
at the other two levels agreed that the major role of women is 
nurturing. In the main, however, it was evident that level of 
education is not related to the attitude of male administrators 
toward recruiting and promoting female administrators.
Hypothesis 4
While the majority of all respondents disagreed with the 
statement that men's thinking patterns are more appropriate to 
administration than women’s thinking patterns, the respondents over 
the age of 60 disagreed even more strongly with that statement. 
While the majority of the respondents of each age group disagreed 
with the statement that women administrators tend to be militant, a 
greater proportion of the older respondents tended to agree with the 
statement. Otherwise, there was no indication of a relationship 
between age and attitude of male administrators toward recruiting and 
promoting female administrators.
Overall Summary of Hypothesis Testing
1. Male administrators indicated a positive attitude toward 
recruiting and promoting female administrators.
2. Neither administrative position, degree level, nor age 
appeared to have more than a very slight relationship to the attitude
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of male administrators toward recruiting and promoting of female 
administrators.
Discussion and Implications 
From the review of the literature, It had been hypothesized 
that a negative attitude would be manifested on the part of male 
administrators In the SDA conferences and educational Institutions In 
North America toward the hiring and promotion of female 
administrators. It had also been expected that a number of specific 
factors would emerge to explain this negative attitude.
The data, however, failed to support this research hypothesis 
and indeed indicated a positive attitude on the part of the 
administrators. The results agreed with those of the American 
Association of School Administrators (1981) study and Levandowski's 
(1977) literature survey that women can effectively serve in 
administrative positions.
The results of the survey disagreed with the observation by 
Habada and Rumble (1981) that the role of women is assumed to be that 
of nurturing. The data also failed to reveal an attitude regarding 
women as limited in the skills generally associated with managerial 
behavior (Rosen & Jerdee, 1973). Nor was support found in this study 
for the hypothesis of Terborg and Ilgen (1975) that successful 
performance by a woman in a male-dominated occupation would be 
attributed to luck and effort rather than ability. Little agreement 
was shown by the respondents in the present study with the assumption 
of Covel (1977), Erickson and Pitner (1980), and Valverde (1980) that 
sponsorship is an important factor in the promotion of women.
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Uhlle Oltman (1970) and Finlay and Crossan (1981) found chat 
women tended to be grouped in low- and middle-level stereotypical 
administrative positions, the respondents in this study considered 
that the situation need not be so. The cynic may suggest that these 
apparently positive attitudes merely reflect a desire to be seen as 
supporting affirmative action and cover what is actually a negative 
attitude toward hiring and promoting female administrators. If this 
were so, it would be due not to lack of honesty in response, but 
possibly to an unconscious habit of abiding by principle. It is more 
likely, however, that the expressed positive attitudes are a 
reflection of the greater openness seen by Griffiths (Nembhard, 1981) 
in the denomination toward having women in administrative positions.
The fact that, in the past, college presidents have been 
ordained to the pastoral ministry either prior to or following their 
appointment, should not be considered a barrier to women attaining a 
position as a president. The respondents in this study were strongly 
supportive of the opinion that ordination is not generally essential 
for holding administrative positions within the church.
With very few minor exceptions, the null hypotheses 2, 3, and 
4 were retained. That is, male administrators holding different 
positions in the church organization (General Conference and local 
conference personnel, academy principals, college presidents, deans, 
and department chairmen), male administrators in different age groups 
and of different levels of education expressed similarly positive 
attitudes toward hiring and promoting female administrators. With 
this wide agreement, and with no subgroup emerging in opposition, it
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Is only to be expected that the "greater openness" observed by 
Griffiths will expand more rapidly.
In the past, women have made valuable contributions to the 
world and the church as secretaries, teachers, editors, treasurers, 
auditors, school principals, and, to a lesser extent, as department 
chairs and deans. But what of the future? This study Indicates that 
(1) education Is the common denominator In the acceptance of, and 
adaptation to, significant social changes and (2) old sterotypes are 
gradually giving way. Will women be found as executive managers, 
administrators, presidents of colleges, universities-*even 
conferences and unions? Such, surely, should be only a matter of 
time.
In light of the very positive attitudes toward.the hiring and 
promotion of women administrators as expressed by the male 
administrators in the SDA educational system, It is difficult to 
understand why the proportion of women among administrators in the 
SDA academies, colleges, universities, and conferences is not 
greater. The list of major qualifications sought by SDA conference 
presidents in a potential administrator (p. 31) contains two
attributes which are not included in the list given by Basil and by 
Thompson and ffood (p. 23). These traits are spiritual commitment and 
ability to perform as a team player. Loden (1986) stressed that 
feminine leaders prefer to work in team structures where power and 
influence are shared across the group. This observation should 
encourage the conference presidents to place more women in 
administrative positions.
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Recommendations
Based on the review o£ literature and the findings of this 
study, the following recommendations are made for review, 
consideration, and possible adoption.
General Recommendations
1. Training program: Attention has been drawn to the fact 
that there should be training programs to prepare women for 
administrative positions (Dearing, 1973; Covel, 1977; Jackson, 1979). 
Jackson reported on the success of the program involving training; 
finance, budget, management, and information systems; governance; and 
planning. The respondents in the present study indicated that there 
is a lack of such training for Adventist women. In fact, some 
respondents indicated that their organizations have no such program 
for men o£ women. Killian (1971) suggested that women need more 
training than men. If the Adventist church expects to see more 
effective administrators--both male and female--such training 
programs should be instituted.
2. Ordination: The respondents in this study were of the
strong opinion that ordination is not generally essential for holding 
administrative positions within the church. It is recommended that 
the denomination support this opinion and reserve ordination for 
workers directly involved in pastoral ministry.
Recommendations to Women
Barriers
The review of literature identified a number of barriers to 
the promotion of women to administrative positions. Traditionally,
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managerial jobs have been classified as masculine and men have been 
preferred over women as supervisors. Reasons given for this inequity 
ranged from the marriage and family roles of women, to geographical 
stability, to lack of day-care centers, to scheduling difficulties. 
However, a number of psychological barriers were also identified. 
Women feel they are less competent. Their negative self-image leads 
them to refrain from applying for leadership positions or even to 
withdraw from what they perceive to be a highly competitive situation 
(Habada & Rumble, 1981; Nixon & Gue, 1975; Williams, 1977).
Attitudes Toward Barriers
With respect to the traditional barriers, women must be 
realistic and understand that it requires greater effort and patience 
to prove themselves in a "man’s world." Killian (1971) pointed out 
that a woman can adjust, "she learns the ropes with amazing adeptness 
and is soon contributing substantially to the company" (p. 78). A 
woman who desires to be appointed to a higher administrative position 
must make certain she has the necessary credentials, develop a list 
of her strengths and weaknesses in relation to her potential benefit 
to the organization, show interest and enthusiasm by volunteering, 
and let her superiors know of her interest in administration. She 
must be willing to take risks, to broaden her experience, to be 
mobile, to assume responsibility, and be willing to accept advice 
from male executives. She should be in touch with other successful 
women to learn ways for achieving success and be a role model for 
other women.
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With respect to the psychological barriers, a woman should 
remember that the key to managerial success Is the Individual and 
his/her feelings (Stead, 1977). Realizing that there are more 
similarities than differences between male and female executives 
(Morrison et al, 1987), she should know who she Is and project a 
positive Image of competence (Nembhard, 1981). However, she must 
guard against developing authoritative attitudes (Jewell, 1977). She 
should seek to build a career-oriented personality and to strengthen 
those traits which have been identified as important to managerial 
success: conscientiousness, sensibility to the needs of others,
reliabilty, adaptability, tact (AASA, 1981), decisiveness, 
consistency, objectivity, emotional stability, analytical ability, 
perception, and loyalty (Basil, 1972).
These recommendations are summarized in the words of Williams
(1977):
The new executive woman is assertive and articulate, in the 
groove and on the move up the corporate ladder. She achieves a 
balance between executive qualities and femininity. She 
understands why men discriminate against her, and without 
dwelling on it, she uses this knowledge to her advantage. She 
regards herself as an equal. As she destroys the myth of 
masculine superiority, she soothes the insecure male by 
reconfirming his masculinity (pp. 6, 7).
The key to this balance between executive qualities and 
femininity is to think as an executive, not as a man or a woman, but 
to be a woman, a feminine executive. Loden (1986) stressed the 
importance of feminine leadership in a speech delivered at the 
Baltimore Business Leaders Conference. She insisted that a 
corporation is mistaken when it demands that women managers should 
act, think, and manage like men, because such a corporation
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is wasting the special resources that women possess by virtue of 
the unique talents with which nature has endowed them. . . .
Vomen don't think and act and lead like men--and when they are 
able to use their unique God-given talents, they can add to any 
organization's strengths and accomplishments by providing a 
necessary balance to male styles of management (p. 472).
Loden insists that feminine leadership works when it is allowed to
flourish. To make feminine leadership work in the company, Loden
advises the woman manager to be herself:
Be comfortable with your own feminine style. Use your own 
natural strengths--your interpersonal skills, your feelings and 
the problem-solving tools which work so well off the job and 
which you've developed throughout your life. Trust your 
instincts and intuitions. Let your heart and your head guide (p. 
474) .
Recommendations to Men 
As Loden (1986) points out, the critical step for men is "to 
accept the notion of 'different but equal*" (p. 474). Men should 
recognize the special strengths of feminine leadership, which Loden 
defines as cooperation, team structure, power and influence sharing, 
and developing positive relationships with coworkers. She refers to 
a Johns Hopkins University study which shoved that "vomen were 
superior to men in their ability to recognize and interpret all 
varieties of non-verbal cues--an important ability when managing work 
relationships" (p. 473). "When differences are recognized, they can 
make the entire team more effective" (p. 474).
To both men and women, the best advice is to be honest with 
each other about our similarities and differences.
Recommendations for Further Research 
It is recommended that a study be conducted of female 
administrators at various levels of administration and of females at
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all levels of employment to assess their perceptions of the attitudes 
of male administrators, of their own potential as administrators, and 
the likelihood of their appointment or promotion to administrative 
positions.
It is recommended that a study be undertaken among men 
working for female administrators asking them to identify traits, 
attitudes, and behaviors demonstrated by those female administrators, 
and to indicate which of these attributes they believe are possessed 
by "successful" or "unsuccessful" female administrators.
It is recommended that a qualitative study be conducted, 
consisting of in-depth interviews with several' leading SDA
administrators, to ascertain what other factors might be related to
the paucity of female administrators in the SDA educational system.
It is recommended that a study be undertaken in ten years
time to ascertain the extent to which the practices of that time
parallel the attitudes expressed in the present study.
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
APPENDICES
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
APPENDIX A
FINAL INSTRUMENT WITH COVER LETTERS
Note: The + and - signs to the right of the response columns
have been added to indicate the direction of scoring:
A + indicates that responses 1 (SD) to 5 (SA) were scored from 1 
to 5.
A - indicates that responses 1 (SD) to 5 (SA) were scored from 5 
to 1.
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APPENDIX A
Dear Friend:
Your help is desperately sought to complete this questionnaire. The 
purpose of my research is to determine the attitudes and reactions of 
male administrators in hiring, evaluating, and promoting female 
administrators in the Seventh-day Adventist educational system in the 
North American Division.
The questionnaire is divided into five sections: 1) demographic
information, 2) recruiting, 3) performance evaluation, 4) promotion, 
and 5) general areas which may have relation to attitudes and 
reactions.
It will take only five to ten minutes of your time to complete the 
questionnaire. However, it is extremely important that you complete 
and return it to me, so that this very important study may be 
completed.
Thank-you very much for your help.
Sincerely yours,
Hessen Ghazal 
Doctoral Student 
Administration 
Andrews University
Dr. Bernard H. Lall, Ph.D. 
Professor of Education
Dissertation Advisor
N.B. After completion, please fold and staple so that stamp and 
address on back page are visible.
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THE QUESTIONNAIRE
WOMEN IN EDUCATIONAL ADMINISTRATION 
Introduction
The purpose of this questionnaire is to determine the attitudes and 
reactions of male administrators in hiring, evaluating, and promoting 
female administrators in the Seventh-dav Adventist educational systems 
in the North American Division.
The questionnaire had five sections:
1. Demographic information
2. Recruiting
3. Performance evaluation
4. Promotion, and
5. General areas which may have relationship to attitudes and 
reactions.
SECTION I -- DEMOGRAPHIC INFORMATION
Please mark affiliation
01 .____  General Conference Department of Education
02 .____  Union Conference Personnel
03 .____  Local Conference Personnel
04 .____  Principal of Academy
05 .____  Vice-Principal of Academy
06 .____  Principal of Elementary School
07 .____  President of College or University
08 .____  Vice-President of College or University
09 .____  Academic Dean of College or University
10 .____  Associate Academic Dean of College or University
11 .____  Department Chairman of College
12 .____  Other (please specify):____________________
Educational Background:
(Please specify degree. Check all which apply.)
1.__AA 2._BA 3. BS 4.__ MA 5.___MS 6. PH.D. 7. ED.D.
8.__M.DIV. 9.__ D.MIN. 10.__ Other (Please specify)__________
Please specify major/minor, concentrations:
1  2_______________________________
3______________________________  4___________________________
Age (Check One): 1.__60+ 2.__ 50-59 3.__ 40-49
4.__30-39 5. under 30
143
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Directions
Please indicate your degree of agrement with each of the following
statements by circling the response which best describes your feeling.
In responding, please use the following scale:
Response Code
Strongly Disagree 1
Disagree 2
No Opinion 3
Agree 4
Strongly Agree 5
STATEMENTS RESPONSES
SECTION II -- RECRUITING SD D NO A SA
1. Our recruitment policies tend 1 2 3 4 5
to select more males than females.
2. We take personal characteristics 1 2  3 4 5
into account in recruitment
and selection for promotion.
3. Women with androgynous 1 2  3 4 5
characteristics are more
often selected as administrators.
4. The major role of women is 1 2  3 4 5
nurturing.
5. Ordination is generally essential 1 2  3 4 5
for holding administrative positions
within the church.
6. A graduate degree in Educational 1 2  3 4 5
Administration is a prerequisite
for selection in administrative 
positions.
7. The hiring of women administrators 1 2  3 4 5
places too much competition
on men seeking similar jobs.
8. Generally men fear beauty 1 2  3 4 5
in women.
9. Generally men fear self- 1 2  3 4 5
confidence in women.
10. Generally men fear intelligence 1 2  3 4 5
in women.
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STATEMENTS RESPONSES
SECTION III -- 
PERFORMANCE EVALUATION SD D NO A SA
1. Women especially are limited in 
skills generally associated with 
managerial j obs.
1 2 3 4 5
2. Women are not as competent 
and dependable as men.
1 2 3 4 5
3. In performance evaluation the 
same criteria are used to 
evaluate men and women.
1 2 3 4 5 +
4. A woman's successful 1 2 3 4 5 +
performance in administration 
would be attributed to her 
ability.
5. Men tend to be given higher 1 2  3 4 5
performance ratings than women
when the available evidence 
is similar.
6. A good performance by a female 1 2  3 4 5
participant on a male-related
skill usually is attributed to 
luck.
7. Women tend to seek control 1 2  3 4 5
of others to a greater extent
than men do.
8. Women are less likely to be 1 2  3 4 5
of service to others.
9. Publications are an essential 1 2  3 4 5
criterion in evaluating
achievement.
10. Men have a higher rate of 1 2  3 4 5
publication than women.
11. Women who express their opinions 1 2  3 4 5
are usually obnoxious.
12. Men tend to accept 1 2  3 4 5
responsibilities for their
actions more than women do.
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STATEMENTS RESPONSES
SECTION IV -- PROMOTIONS SD D NO A SA
1. Women can qualify for promotion to 1 2 3 4 5 -
higher levels of administration if
they have support and patronage of 
some male.
2. Only token women administrators 1 2 3 4 5 -
are hired or promoted in our
organization.
3. No more limitations are placed 1 2 3 4 5 +
on vomen than on men in promotion
within the institutions of 
higher education.
4. Women are able to deal with 1 2  3 4 5 +
pressure in higher administrative 
positions as well as men do.
5. Women administrators are 1 2  3 4 5 +
able to relate to subordinates
as successfully as men.
6. Women are capable of dealing with 1 2  3 4 5 +
administrative responsibilities as
well as men.
7. We encourage vomen to seek 1 2  3 4 5 +
higher level administrative
positions.
8. Male workers have difficulty 1 2 - 3  4 5
expressing their goals and
fears in front of women 
administrators.
9. Men's thinking patterns are more 1 2  3 4 5 -
appropriate to administrators
than women's thinking patterns.
10. Women administrators generally 1 2  3 4 5 -
do not function as effectively 
as men administrators do.
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STATEMENTS RESPONSES
SECTION V -- GENERAL AREAS SD D NO A SA
1. Women belong In staff positions rather 
than In line positions.
2. Women belong in middle management 
stereotyped jobs.
3. Our organization has programs which 
prepare vomen for administrative 
responsibilities.
4. Our programs to prepare women 
administrators are effective.
5. Women and men in similar 
administrative positions receive 
equal rank and pay.
6. Women's access to educational 
administrative training is not 
limited.
7. Women are selected for administrative 
positions even though they may be 
wives and/or mothers.
8. Training programs to prepare vomen for 
administrative responsibilities include 
finance, management, and information 
systems, governance, and planning,
9. Women are generally assigned to jobs 
similar to those of men, but these 
jobs tend to have different titles.
10. Women are generally assigned to jobs 
where emotional and psychological 
supports are denied.
11. Men and women are able to work 
together in a friendly relationship.
12. Women administrators tend to 
be militant.
13. Men and women who work together must 
keep their social lines separate.
1 2 3 4 5 -
1 2 3 4 5 -
1 2 3 4 5 +
1 2 3 4 5 +
1 2 3 4 5 +
1 2 3 4 5 +
1 2 3 4 5 +
1 2 3 4 5 +
1 2 3 4 5 -
1 2 3 4 5 -
1 2 3 4 5 +
1 2 3 4 5
1 2 3 4 5 -
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June 2, 1988
Dear Friend:
In February, I mailed Co you a questionnaire on Che topic of Vomen in 
Educational Administration. Then, in March, I mailed a letter 
reminding you of my request that you devote some of your valuable time 
to respond to the questionnaire.
I deeply appreciate the kindness of the many persons who have already 
responded to my request. If, however, you are among those who have not 
yet responded, it may be because you have mislaid the copy of the 
questionnaire which I mailed to you. In case this is so, I enclose a 
second copy of the instrument.
As the population for this study is not very large, your input is 
extremely valuable. May I, therefore, request you to spend 10 minutes 
or so responding to the questions. Then, please staple the completed 
questionnaire so that the stamp and address are visible, and drop it 
in the mail.
If, perchance, this has reached a female administrator, or, for some 
reason, you have objections to answering the questions, kindly state 
this across the front of the instrument and return it to me.
Thank you for your kindness in helping me in this way.
Sincerely yours,
Hessen Ghazal 
Doctoral Student 
Educational Administration 
Andrews University
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DATA FILE
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DATA FILE
For each of Che 319 persons vich complete data, chis file 
contains the following (rows 1-638).
First Row
Second Row
columns 1-3 
columns 4,5 
columns 6,7 
column 8 
columns 9-53
columns 1-3 
columns 4-8 
columns 9-53 
columns 55,56 
columns 58,59 
columns 61,62 
columns 64,65 
columns 67-69
ID number
Position (coded as in questionnaire) 
Education (coded as in questionnaire) 
Age (coded as in questionnaire) 
Responses to the 45 items
ID number 
blank
Scores on the 45 
Score on Scale 1 
Score on Scale 2 
Score on Scale 3 
Score on Scale 4 
Total score over
items
(Section 2 
(Section 3 
(Section 4 
(Section 5
of instrument) 
of instrument) 
of instrument) 
of instrument)
the 4 scales
For the three persons with missing data (rows 639-644), one 
scale score and the total score are left blank.
These first 644 rows of data are followed by 29 rows which 
contain the ID number and reason for non-response for the 29 persons 
who returned the instrument unanswered.
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2791 1C71 153941 111 1 4 1 5 5 4 3 3 3 4 4 1 3 3 2 4 5 4 5 5 3  1 2 11 44 5 94 . 11 15 1 3  
2 74 55 3 2 2 1 ^ 5 5 5 2 5 5 5 2 3 3  322 5 3 3 4 4 5 4 5 5 3 5 9 5 5 4 4  5 4 4 3 5 5 5 5 3 28 90 42 57 177
275 1 1 9 7 2 2 4 2 1 2 1 1 2 2 2 2 2 * 4 2 1 4 7 4 4 7 . 9 1  1 0 2 2 9 0 2 2 2 2 2 3 3 4 4 4 4 2 2 5 4 2  
275 9 94 54 15 .19049 544 52 4 229 2 55 4  224 4 4 9 4  44 33 9 9 4 4 4 4 5  29 38 42 30 49 167
H i  1 115 2 2 92 4 22 24  22 3 2 0 4 1 1 9J9 21355924441 1 2 1 1 1 1 5 4 9 3 2 2 5 2 2
277 1 9 4 2 9 2 4 2 4 4 3 4 4 4 5 5 2 4  2454 1 1 4 2 4 4 4 * 5 4 5 5 1 1 5 4 4 3 9 4 5 4 4 24 46 34 49 163
*74 9 1 4 2 2 SO2 2 2 2 2 * 2 1 1 5 5 1 2 2 2 2 4 2 2 2 2 4 4 4 4 2 4 2 2 2 2 2  4 4 2 4 2 2 2 2 5  
774 4 5 1 4 4 2 4 4 0 9 5 5 5 5 5 4 4 4 9 2 ' 1 4 4 4 4 4 4 4 2 2 4 4 0 4 2 3 9 4 2 4 4 4 2 0 1 36 51 36 0* 167
7 74 1 1 6 1 1 0 3 2 0 2 1 1 1 1 1 1 5 9 1 1 1 1 0 0 1 1 1 1 4 4 4 4 0 2 2 1 1 1 2 3 * 9 9 4 3 2 5 1 2  
115 541 4 2 2 5 5 5 5 5 5 5 0 * 5  5 5 2 2 5 5 5 4 4 4 4 4 4 4 4 5 5 5 2 3 4 4 4 4 1 4  5 5 4 40 53 02 *2 167
25 1 1 1042401 1 2 2 2 2 2 1 2 1 0 4 4  24 2 2 3 1 2 5 4 2 4 4 4 2 2 0 2 2 4  2 2 2 2 2 3 2 3 2 2 *  
251 34 3 * 4 2 4 9 0 5 4 5 4 4 2 4 2 4 4 1 5 4  1 2 2 4 4 4 2 4 2 4 4 2 2 2 2 2 2 3 4 3 2 4 2 37 45 * 9 24 145
2921 1 0 8 3 2 4 2 1 1 2 2 1 * 2 1 1 0 5  21 1 1 1 2 1 1 2 1 4 4 9 5 4 2 2 2 2 1 5 3 5 4 0 9 3 1 * 2 2  
28 2 40 9 * 5 2 4 5 9 4 * 5 4 5 4  5 5 5 5 4 5 5 4 = 4 4 4 5 4 4 0 4 4 5 5 3 5 4 4 0 3 5 0 4 4 41 57 42 54 1 9 *
25.71 1C54 35 223 41  12234 4 4 2 2 2 2 2 4 2 2 2 1 4 4  4 4 4 2 2 2 2 2 1 3 5 3 4 : 2 2 * 2 2  
281 3 5 4 4 3 4 5 5 0 4  2 2 4 4 4 4 9 4 0 2 4 4 4 * 4 4 4 9 4 4 4 * 4 4  1 3 9 3 4 3 * 4 * 4 * •  1 *3 •  1 4-7 172
2 5*  ( C*30 4 3 2 0 0 2 2 2 2 2 2 4 0 2 2 2 2 4 1 1 2 0 2 2 4 4 4 2 3 3 2 2 2 2 2 4 4 4 2 * 2 * 2 2  
286 24 3 9 24 49  94 40 40 0 4 44  2 3 5 4 2 4 2 4 4  4 2 3 3 4 0 4 2 2 4 4 4 2 2 9 4 0 * 35 46 32 4 * 157
5 C 7 1 C 7 6 3 4 4 0 2 2 2 2 2 2 2 2 2  9 9 2 22 2  1 3 1 1 4 2 2 4 4 4 * 2 2 1  1 1 2 2 * 4 9 * 2 2 * 2 *  
500 2 4 1 0 4 2 * 0 4 4 4 4 4 4 4 9 4 0 * 2 5 5 2 9 2 9 4 4 * 4 * 5 5 5 2 2 9 4 9 * 4 * * * 2 35 50 37 •  8 17 0
2 5*  6C61 4 4 3 4 4 2 1 2 3 4 1 1 2 4 4  2 2 1 2 * 2 1 * 2 1 1 2 4 2 4 2 2 2 1 1 2 4 9 4 4 4 4 * 4 2  
*84 29 32 2 2 * 0  3255 24 24 4 5 4 2 4 5 2 9 1 4 2 4  2 2 9 4 0 * 1 2 9 0 0 4 2 2 4 2 4 29 46 29 42 146
281 * 0 7 2 5 4 3  3121 11 1 1 1 2 4 2 2 4 2 2 2 1 2 2 4  2 93 9  3 1 2 2 2 2 4 4 * 5 4 4 4 3 5 3 4  
211 14 3 3 5 2 * * * 5 5 5  ; 4 4 4 2 0 9 4 5 4 4 2 2 4 3 9 3 5 4 4 4 0 4 4 4 5 0 4 2 3 5 3 2 38 47 35 44 168
2*3  3C6 3 5 5 4 2 9 2 1 2 4 4 1 1 2 0  4 2 1 1 2 4 1 1 4 4 2 5 5 5 1 5 1 1 1 1 2 2 4 2 2 2 * 2 5 1 2  
2n 1 1524 2 2 * 4 2 2 5 5  S O I * * * 4 2 5 5 2 2 2 5 5 5 1 1 5 5 * 5 < 2 4 2 2 2 2 4 5 5 0 29 * 8 33 44 154
2 1 *  8 0 6 24 4  74 2 2 2 2 2 2 1 1 0 0  4 24 1 2 0 2 3 4 2 4 2 3 4 2 2 3 2 2 1 2 2 * 4 2 3 4 2 4 2 4  
2 8 *  244 2 4 2 4 4 4 4 5 5 4 4  24 2 5 4 2 4  3 2 4 4 2 3 4 2 4 3 4 0 5 2 2 * 4 2 3 2 4 4 4  2 24 44 32 02 152
216 10 061 24  2242 2 2 1 1 2 2 3 4 1 2 2 2 0 2 2 2 2 2 4 4 4 4 4 2 2 2 2 2 4 4 * 4 4 4 2 2 4  24 
290 4 4 0 4 2 7 4 4 5 5 4 4 3 4 0 4 4 4 2 4 4 4 4 4 1 4 4 4 4 4 4 * 4 4 4 4 * 4 4 0 4 4 4 4 2 38 *5 40 50 173
280 1 10644791 1 * 1 3 2 3 < 1 * 4 3 2 1  1 9 4 1 1 4 2 2 4 5 5 2 4 1 1 3 3 5 4 4 4 4 2 2 2 4 1 1  
2 * 8  2 3 2 5 5 2 5 3 3  345 24 7 4 56 22'«5 2 0 2 4 5 5  2 2 5 5 3 3 5 9 * 4 * 2 0 4 4 5 5 33 *6 36 51 166
301 80 6 : 4 4  4 2 2 2 2 2 2 2 2 2  044 24 2 2 4 2 2 4 2  22 24  4 3 2 2 2 2 3 3 4 4  3 3 4 2 4 3 *  
371 1 4 2 0 4 2 4 4 4 4 4 4  4 42 42 4  3240 2 4 2 2 2 4  4 3 4 4  44 3344 3 32 00  32 34 *1 31 43 145
102 1 1 0 b 3 2 5 0 0 11 1 0 2 1 2 1 5 4 3 1 1 1 2 * 1 1 4 1 2 0 5 4 3 2 1 2 2 2 1 1 * 5 2 5 2 2 6 4 1  
•C2 4 6 2 2 S 1 * 2 4 5 4 5 5 4  35 8 6 4 1 * 5  25 24  54 3 4 S 4 4 4 119 5 2 5 4 4 5 2 5 35 51 28 46 17 C
101 1 1 0 6 2 4 4 2 2 2 * 2 2 2 2 2 2 0 4 2 2 2 2 * 4 2 2 2 2 4 4 4 4 2 2 2 2 2 2 9 4 4 4 4 4 2 2 4 2 2  
3C 1 1 ’1 4 44 04 4 4 4 4 4  4 4 4 4 4 4 4 2 4 4 4 4 4 4 4 4  2 * 4 4 4 4 4 4 4 9 4 4 4 4 4 4 4 28 46 28 5* 170
304 1 1051 1 2 2 1 2 2 2 1 2 1 2 2 0 4 2 * < U 3 2 3 4 4 2 4 4 4  4 2 3 2 3 2 9 4 2 4 4 3 2 2 4 2 4  
38'I 5 2 4 * 4 7 4 5 4 * 4 4  4444 45 2 3 4 2 2 2 2 4 4 4  44 34 3 4 4 4 2 4 4  3 44 44 2 40 45 33 46 164
1C* 1 1 C 6 2 4 3 3 3 3 2 2 2 2 2 3 3 3 4 1 7 4 2 2 3 3 3 4 7 4 3 2 3 4 3 4 2 3 2 4 3 4 4 3 3 3 2 4 2 4  
116 2 7 3 3 3 2 4 4 4013343 3 2 4 0 3 3 3 2 4 4 3 2 7  4 324 3 4 4 3 4 4 3 3 3 4 4 3 2 32 38 31 44 145
3C711C624501 1 1111 1 1 1 5 * 3 1  1 12211 115SS531 11 130 4 4 3 0 1  1523 
307 2 5 3 * 5 1 * 6 * 5 * 5 5 5 3 5 5 * 4 4 6 5 6 5 5 5 5 6 7 5 5 5 * 3 2 3 4 4 7 3 3 5 5 4 3 41 56 48 SO 195
I C i l  l ' , * 7 9 4 0 2 * 7  122211 49 722 1 4 4 2 2 1 2 4 4 3 4 2 2  1 2 2 1 2 3 * 5 4 3 3 2 * 2 2  
208 1420 12544 4 5 5 4 4 2 4 4 * * 2 142444 4 4 2 9 5 4 4 5 2 3 4 5 4 3 3 4 5 4 4 32 46 37 50 165
1101 1C614 4 3 3 3 2 2 2 2 2 3 2 3 7133223324373393332222 3 00 0  2 * 2 2  
7 10 243 3 32 49  4 4 74 * 1 3 3 3 4 4 1 7 4  24 2 3 3 * 3 3 3 4 0 0 2 3  3 3 0 3 3 4 4 4 9 33 40 31 45 148
1111 1C713 4 3 2 2 * 2 2 2 2 2 1  4 4 2 2 2 2 2 2 2 2 2 : 4 4 4 4 4 2 2 2 2 2 0 0 4 4 4 4 2 2 4 2 4  
711 1 4 1 4 4 * 4 4  44 45 944 4 44 444 4 4 4 4 4 4 4  44 4 4 4 4 4 4  4 4 4 4 4 4 4  42 39 49 40 50 178
1 1111C61 1 6 9 2 2 6 2 ? 2 2 2 1 6 4  2 7 2 1 7 4 1 2 1 1 1 5 4 4 4 2 3 2 2 2 2 3 0 9 9 322002 
112 8 6 2 4 4 6 4 4 4 4955 4 444511:21 4 5 4 2 4 4 4 4  34 44 2 34 4  43 444  20 41 47 38 96 172
7 14 1 1-.11161 1 1 1 1 1 1 1 11 441 21 1 1 1 1 1 17415 6 6 2 2  1 2 2 9 4 9 0 4 4 2 2 4  14 
111 2 6 1 * 5 1«r 5 6 * 6 4 4  2 4 45 * = 5 r  * 1 4 4 5 * * 4 4 S4 4 4 4 4 4  444 4 4 52 41 53 45 51 190
71-1 1C 17*4 4 1 17 1 14221 17114 1 174 11 222 1 7 4 2 2 2 2  1 3 2 2 0 2 4 3 *  2 *  22 
116 1 4 2 * * 7 * 6  29 46 1 21 C'"6 : l ' i r  442 i ; 4  79 9 4 5 3 2 2 4 2 0 3 2 4 4 4 4 36 43 33 43 155
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1 1=- t i t *  124 1 0 2 2 2 2 2 2 2 2  3 * 3 2 2 2 2 * 2 2 0 2 3 1 3 7 3 3 * 3 3 1 * 3 9  100 1 1 * * 0  
1 16 u o i i o 2 o i i < i o o o : o 3 o u ( i a i o a i u 3 1 3 2 3 1 2 3 3 1 * 1 9 3 3 3 . 1 5 a 2 3 36 04 29 03 152
1 171 i : 6 3 6 4 2 i q 1 1 2 2 2 1 1 2 3 3 2 1 1 3 1 1 1 3 3 3 * * * 5 1  1 11 1 * 2 2 2 3 3 2 2 *  12 
717 1 * * 5 2 2 5 * * * 5 5  1 3 3 * 5 5 2 1 5 5 1 1 1 * 4 9 * 5 5 5 5 5 * 2 2 2 3 3 * * * 5 * 36 46 41 4 7 172
722 7 C 7 33 10 2  12 1 2 2 2 1 1 2 2 *  11 1 2 1 1 0 * 1 5  5 5 2 *  11 1 1 2 3 * 3 2 3 * 3 * 2 0  
3 23 * 5  3 * 5 2 2 * * * 5 5 2 2 2 2 5 * 5 * 5 5 2 2 1 5 5 5 2 2 5 5 5 5 2 3 * 1 2 3 2 3 * * 1 * 0 4fl 35 01 166
213 ( C’>3 2 * 3 2 * *  112211 *3 3 3 2 2 2 3 2 3 3 2 3 * * * 2 2  3 2 1 1 2 3 3 * 4 3 2 2 * 2 2  
<21 « a i # 2 « 5 5 » * * 5 4 3  1 3 * 4 * 1 * 3 3 4 . 1 * * 4 2 * 3 4 5 5 2 3 3 * * 3 4 * 8 * * 34 *5 35 * 9 168
' I *  t 1 * 2 2 * 3 3 1 1 2 1 2 2 2 2 * * 2 2 * 1  1 * 2 2 2 2 * * * * * 2 2 2 2 2 2 3 * 4 * 1 2 2 * 2 2  
i 2 *  * * 3 3 5  l a s u a a a a u u u 2 1 * i * u * * * * * * * * * * * * 2 3 * * a ] q * a * q 37 06 *0 08 1*1
125 1 1 1 5 1 * * 2 * 2 2 2 2 * * * 2 2 2 * * 2 2 2 1 2 2 * * 3 * 2 * 2 * 2 2 2 2 1 1 * 2 2 3 1 1 * * 5  
325 3 * * 2 * 2 * * 2 2 2 * 2 2 2 2 « * « 1 4 # 2 2 3 * 2 * 2 2 * 0 * 9 1 1 * 2 2 3 J J * 2  1 30 37 29 * c 131
3 2e 1 m i  3 6 2 2 2  1 2 2 22 2 2 2 5 2 1 2 2 1 * 2 3 2 2 * * * 5 * 2 2 2 2 2 2  5 * 0 0 2 2 5 2 2  
- ; e  * 5 * u a  1 * * * * * * 2 5 u 5 * * 5 2 * 3 * * « a * 5 * * * * * « 2 3 5 * * 3 * * * * * 38 *6 01 50 1 *5
1 2 7 1 1 0 7 3 2 * 0 2 2 2 2 2 * 9 2 2 5 5 2 3 3 2 1 3 2 2 2 1 * * * * 2 3 3 2 2 3 2 3 2 2 * 3 3 3 * 2 3  
327 * * 1 * a 2 « * 2 2 * * c5 t t 3 . 1 U 5 t t a u a 5 * a * * 2 3 3 a a 3 2 1 2 2 « 3 3 3 * * 3 13 44 37 00 155
1 7 * 1  l i f t  3 4 * 2 2 * 2 2 2 5 * 2 2 2 * 2 3 * 2 2 3 2 3 * 2 2 2 2 * 2 * 2 2 1 2 2 3 3 * * 3 2 2 * 2 *  
: 2 «  7’i *  0 2 2 *  * 1 2 4 *  2 * 4 *  2 9 * 3 4  3 2 *  2 2 2 * 2 2  4 * 5 * 2 3  3 4 4 3 4 * 4 * 2 29 *2 28 06 105
i 7 o  1 0 5 3 * 1 3 2  1 2 2 1 2 2 2 1 * 5 1 1  112322 3 1 * 0 * * * 2 2 1 3 3 3 3 5 4 * 3 2 2 * 2 2  
175  2* .1 * 5 2 * 5 « 9 t t 5 « 5 5 5 * 5 * 3 0 * 3 5 4 * * * 9 4 * 5 3 3 3 3 5 * * 3 * * * * * 37 S3 *1 06 119
110 9 0 6 3 2 S 1 2 3 1 1 111 1 1 * 5 2 2 1 1 3 3 2 2 3 1 S * 5 5 3 2 4 2 2 1 « * S S ! * 2 2 S 3 «  
33 0 * 5 5 * 3 1 5 5 5 5 5 5 * 5 * * 5 5 3 3 * * 3 5 5 * 5 5 3 * 2 * 4 5 4 * 5 5 5 * 4 * 5 3 2 * 2 51 * 0 5 * 181
13 2 1 10 6 335 3 2 3 1 3 1 1 1 4 5  33.13135333 3 3 3 1 3 3  3 3 3 3 3 3 3 3 3 5 3 3 3 3 3 3 3  
332 15 3 3 3 1 3 5 5 5 2 1 3 3 3 3  331333 33 3 1 3 3 3 3 3 3 3 3  33 3 5 3 3 3 3 3 2 3 36 31 28 01 13 6
i l l  * 0 0 3 2 * 1 . 1 2 * 2 * 2 ;  1 1 « 4 2 2 2 2 2 3 2 2 4 * 4 4 4 * 2 2 2 2 2 2 3 2 2 4 * 4 * 2 4 2 2  
221 * 1 *  3 4 * * 2 * 4 5 5 * * * * * * 3 3 4 * 2 2 4 4 4 4 2 4 4 * 4 * 2 2 2 * 4 * 2 * * 4 * 37 48 3* 4 * 1 ( 3
1 35 1 1 0 6 1 * * 2 2 5 2 4 5 * *  3 2 2 4 * 2 2 2 2 * 2 2 4 * 2 3  3 * 2 3 3 2 2 2 2 2 2 2 2 3 * 3 4 * 4  
115  2 1 * * 1 2 2 1 2 2  3 * 2 4 2 * * * * 2 * * 2 2 2 3 3 4 2 3 3 * * * 2 2 2 2 2 3 2 3 4  22 2 * 41 28 3 * 121
116  9 0 6 3 * 1 * 3 5 5 t t3 * * ; * u u a * * 3 « * 5 * 4 * 3 2 2 2 3 3 4 * 0 0 0  « 4 3 3 4 * 3 « 2  
136 2 * 2 3 1 6 2 3 2 2 * 2 * * 2 2 2 3 2 2 1 2 2 2 3 2 2 2 3 3 2 2 3 3 3 3 * * 3 3 2 2 3 2 * 26 30 23 39 116
117 1 10*3 2 3 1 2 * 2 2 2 2 1 2 1 * * 3 3 2 1 1 3 2 2 3 3 * * 4 * 3 2 2 2 2 2 3 3 3 3 3 3 2 3 4 2 3  
317 * 3 6 * 2 2 * * * 6 * 5 * 0 3 3 * 6 5 3 4 * 3 3 * * 4 * 3 * 4 * 4 * 3 3 3 3 3 3 * 3 * 4 3 37 * 8 37 * 4 1 ( 6
1 1 *  1 ' • 0 6 3 * * 3 2 * 2  1 2 * 0 2 1 2 * 1 3  320011 * 2 3 * * 5 2 * 2 2 3 2 3 3 * * 0 3 3 3 4  33 
■39 1 .113225*  2 2 * 5  2 9 3 3 3 *  2 2 6 5 2 * 3 * 4 5 2 2 * *  3 * 3 3 * 4 * 3 3 3 * 3 3 29 • 2 i « 04 105
1*1  7 0 6 0 2 * 2  2 3 2 1 1 1 1  1156 1 1 * 2 1 1 2 2 2  3 * * 0 * * 2 3 2 * 2 * 3 5 * * 4 2 3 4 3 5  
i * l  * * * 3  3 2 5 5 5 5 5 5 5 5 5 5 2 0 5 2 * * * 3 * * 4 0 * 4 3 4 2 4 * 3 5 4 * 4 4 3 4 3 1 4 0 52 38 45 175
10 0 1 C " * * 0 * 3 * 3 2 2 2 * 2 1 * 5 3 2 2 1 5 3 2 2 2 * 2 * 4 * 1 2 1 2 1 1  1 13 5a a S3 0 2 *  
I t t *  2 6 2 2 2 3 * * 0  2 * 5 * 5 3 * * 5 1 1 * * * 2 2 * 4 4 1 * 5 4 5 5 1 1 2 5 0 * 1 3 4 * 2 31 06 34 * 1 152
1 * 6  £ 0 3 2 2 * 1 1 1 2 1 1  1 1 2 2 * 4 2 2 2 1 1 1 1 1 1 2 * * 4 * * 2 2 2 2 2 2 4 * 4 * * 2 2 * 2 4  
1*6 0 * 5 6 5 2 5 5 5 5 * * * * * * * 6 5 5 5 5 5 * * 4 * 4 * * * * * * 2 4 0 4 0 4 4 4 4 * 2 45 53 41 08 187
: 06 1  1C' i22«3 2 * 4 2 2 2 *  21 24 3 2 2 2 1 2 2 2 3 * * * * * 2 2 2 2 1 2 2 2 * 5 * 2 2 2 * 2 2  
1*6 U * 3 * 2 * 4 * * 2 4 5 2 * 3 * * * 6 * * * 3 2 * * 4 t t 2 U * * 5 * 2 2 4 5 * 2 4 4 4 * 4 35 * 7 35 44 165
1*7 1 1 07 32 *4  .3 2 2 2 7 2 2 2 2 * * * * 2 2  3 * 2 2 * 9 2 * 4 * 2 3 2 2 2 2 2 2 2 * 0 0 4 3 4 ?2 
1 * 7  * * 2  3 * 2 * * 0 4 * * 4 4  2 2 « 0 2 2 * 4 2 2 2 * * * 2 3 * * 4 4 2 2 2 4 0 * 2 3 * 4 4 3 5 01 31 03 150
■ 06 1CCC32 * 2 2 2 2 2 2 2 2 2 2 * * 2 2 2 2 2 2 2 2 2 2 * * * * * 2 2 2 2 2 3 3 9 * * 3 2 2 * 2 2  
1 * 4  U* 4 0 * 2 4 * 4 * * * * * * * * * * * * * * * * * * * * * * * * * 3 3 * * * 3 4 * 4 * 4 38 08 * 0 44 175
360 1 1C63' iua 1 * 5 4 * 3 2 2 2 * * 2  1 * 2 * 2 2 2 * * 2 * * * * 2 2 1 3 2 2 2 2 * 0 * 4 2 * 2 *  
360 2 * 2 5 2 6  2 2 2 * * * 4 * * 5 2 * 2 0 * 0 2 2 2 4 * * * * * 5 3 * 2 2 2 * * * 2 * 4 * 2 31 os 35 *1 152
351 1C*. 1 1 6 1 2 * 1 1 3 3 3 1 1 5 5 1 1 1 1 2 3 1 1 0  1 5 5 5 5 5 3 1 1 1 1 2  5 5  50 1 1 * 1 3  
351 6 4 6 0 2 1 * 3 2 3 5 6 5 5 5 5 e5 0 3 5 5 3 5 6 5 5 5 5 3 5 5 5 5 2 . 1 5 5 5 3 5 5 4 5 3 36 57 *6 55 194
3 *2  6 C6 32 1 * * 4 2 2 2 2 2 2 2 2 0 2 3 2 2 3 . 1 2 2 * * 0 3 * 0  2 * 2 2 3 2 2 2 0 * 0 3 3 3 0 * 2  
167 * 3 2 2 2 2 4 * * 0 0 * 2 0 * 3 0 0 2 3 * * 2 2 * 3 * * 2 2 * 4 3 * 2 2 0 * 0 3 3 3 * 2 * 31 03 31 * 2 10 7
2 6 3 1 C53 * * 1 * 2 * 2 2 2 2 2 2 3 * 3 227 2 3 2 2 2 0 4 U t t * a 2 2 2 2 2 2 3 * a * 3 2 3422 
161 2U3 2 * * u u a * * 4  2 * 3 u u a u 3 * a u 2 * * a a a a a a a a 2 3 4 u * J 4 3 * Q a 3S 05 38 47 165
:-5u £ C 0 2 2 5 3 2 5 2 1 2 3 6 5 5 * 5 3 2 2 1 2 2 2 2 4 * 2 * 4 4 » 3 2 2 1  1 3 3 * 4 0 3 . 1 3 * 2 2  
3 6 *  06 3 * 1 2 5 * 3  1 1146 3 0 * 5 0 0 * 0 2 2 2 4 4 * * 3 * * 5 5 3 3 * * 0 3  3 3 * * 4 32 *3 33 49 157
1 * 6  £0222 * 2 1 1 6  2 2 * 4  1 1 5 4 * * 2  1 2 3 2 2 *  2 * * 2  *  4 2 1 1 2 1 * 3  * 4 2 * 2 2 5  2 2 
16 6  0 6 0 5 5 5 0 * 2 2 5 5 5 * 2 2 * 5 0  3 0 * 2 0 * * 2 * 0 * 5 5 * 5 0 3 * * 2 0 * 0 5 0 * * 0 47 38 51 176
i ' 9 1  1CCO 1 * 3 2 2 2 1  122 1 1 4 5 1 2 2 1 * 3 2 2 3 * 2 4 4 * * 2 2 2 1 1 3 3 4 5 5 * 3 2 5 2 5  
356 5 * 1 * 0  2 5 5 0 0 5 6 6 5 5 0  0 5 2 3 * 0 3 2 2 * 0 * 0 4 * * 5 5 3 3 * 5 5 “ 3 05 41 4 0 51 35 S1 177
25 01 1073003 2 1 2 1 1 2 2 2 1  00 2 2 3 2 2 3 2 2 2 0  3 0 * 0 * 3 2 2 2 2 2 3 0  333 3 3 * 2 3  
?60 2 * 1 0 5 2 5 5 0 * * 5 t t * a *  10 4 3 * * 0  2 3 0 * * * 3 4 * * * 2 3 4 3 3 3 3 3 0 * 3 38 47 36 * 3 1 6 *
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’ =11 11 P l^ a o  1 1 2 1 2 0 2 1 1 6 8 3 2 2 2 2 0  1 1 2 1 2 4 0 4  2 2 2 2 2 1 1 3 2 2 2 3 3 2 4 4 2  
1 182652  50 2 056 60 7 0 4 0 8 7 .9645240428  40 46  13 2 2 2 1 3 3 d  24 30 60 37 35 1 £ C
’ <■•21 1 J54 2 = 1 1 3 1 1 1 1 1 1 1  55 3 2 2 2 2  3220 11233 8 2 2 2 1 11323 « 3 3  3d 11 
i f i  a S 3 5 3 l5 5 * 5 5 5 * S 7 0 i» a o . l4 U 2 5 1 2 8  0 B 4 8 4 6 5  13 2 3 4 3 3  38 55 81 60 34 06 1*1
1 6 1 1 1 9 6 1 0 0 0 2 0 0 1 1 1 1 1 1 0 0 2 2  I i 2 0 i i ' n 3 4 4 4 s i 2 n c i i o c 2 i 2 2 5 i o  
'■*2 213 3 I d  55 5555 00 0 0 5 5 336 5 2 6 4 8 4 4  5 5 8 5 5 3 1 1 3 3 2 1 0 4 6 5 3 39 52 42 oa 1*3
16'. 1 1360 303 208 220 0 2 2 84 4  3 22  3 3 2 2 8 3 3 4 4 4 0 3 2 2 2 2 4 3 4 4 3 2 2 3 4 2 2  
i t s  3d33  2 4 4 d 2 2 d d d d 2 3 34 3 3BU2 3 3 4 4 4 4 3 4 4 4 4 4 3 4 4 3 2 4 3 4 4 4 32 33 35 07 157
1471 1 3 6 1 2 4 1 0 4 2 2 2 3 2 2 2 3 3 .1 2 3 /2 3 2  3 4 4 3 4 2 4  4 4 2 2 2 1 4 4  24 3 23  3444  
'■ f l  u >13 2 22  43 3 14a 3d 33 2 3 d 2 4 1 2 2 3 0 2 4 8 2 4 4 4 5 4 4 2 4 1 2 3 3 4  22 31 41 32 02 186
»,<1 1106 > 2 1 3 2 1 2 2 2 < 2 2 2 4 4 2 2 2 2 U 2 2 2 2 3 4 4 3 4 4 2 2 2 2 2 3 3 4 4 4 3 ]2 4 2 2  
•>r.a i i  i t t S 2 4 a a a a a a a a 3 4 a 2 a 4 a 3 2 4 4 3 4 a 4 4 4 4 8 3 3 a 4 4 3 3 4 4 4 4 35 48 38 ( 6 1 £7
160 11142*434 22 1 2 1 1 1 5 1 4 4 2 2 3 2 2 3 2 3 3 3 2 4 4 4 2 4 4 2 1 1 1 2 2 2 2 2 3 3 4 2 2  
• f c  7 3 2 8 4 1 4 4 5 5 3 4 0 3 4 3  33 4 2 4 1 2 2 2 4 3 4  2 2 2 4 5 9  12 2 22 2 3 3 4  40 36 os 28 36 18£
’ *»0 1 1043352 112 2 2 2 22 1 58 .1221122  2 3 324 4 4 24 2 2 2  2 2 2  2 4 324 2  4 24 
110 353 4 5 2 4 3 0 3 3 5 5 3 3 3 4 5  504 0 2 3 2 4 8  4 2 2 4 4 4 4  2 2 2 4 3 2 2 4 4 4  2 40 51 31 39 1 £ 1
1 1 ;  0 2 3 3 3 3 4 5 5 2 2 2 4 2 2 1 0 0 3 2 2 2 : 3 2 2 4 2 2 4 7 4 2 2 2 2 2 2 2 3 4 4 4 3 2 2 4 2 4  
: * 1  2 3 2 1 1 2 3 3 2 3 8 5  83 30 4 0 0  34 0 1 3 2 4 3 4 2 4 4 4 4 4 2 3 4 4 4 3 4 4 4 4 2 26 47 33 06 152
£ 1 3 3 5 3 0 2 2 2 1 2 0 2 2 1 3 3 4 2 1 2 2 3 1 2 4 2 2 2 8 4 8 2 2 2 2 1 4 4 5 4 5 4 2 1 5 2 4  
173 1 3 1 43 2 5 4 2 3 35 8 3  24 43 4 7 5 3 2 4 2 2 4 4  4 4 4 4 4 5 4 4 5 4 5 4 4 9 5 4 2 32 47 34 t i i c e
110 1 0 0 11 4 8 4  23 2 2 1 2 : 2 1 * 3 8 2 3 : 2 1 2 3 4 8 4 2 2 4 2 3 4 2 2 2 2 2 4 4 3 3 2 2 4 3 3  
1 3 1 .0 3 2 4 5 4 8 4 5 5 4 2 4 2 4 3 3 4 7 2 2 4 2 2 4 2 3 2 4 4 4 2 2 4 4 3 3 4 4 4 3 3 33 45 27 44 145
7 i 6  0 0 6 1 5 0 2 8 5 2 1 2 5 4  2124 5 2 1 1 4 2 1 1 4 4 2 5 5 5 2 2 1 1 1 1 2 2 4 2 4 4 2 2 4 1 4  
116 1 3 0 2 1 2 5 4 1 2 4 5 2 4 1 4 5 5 2 3 5  5 2 2 2 5 5 5 2 4 5 5 5 5 2 2 4 2 4 4 4 4 4 5 2 26 46 37 87 156
1 7 8 1 0 0 6  15423 2 8 4 3 4 8  11 18 00 1 1 3 3 1 1 1 5 2 5 5 5 1 4 1 1 1 1 3 3 1 4 2 4 4 4 4 1 1  
318 1 4 4 2 4 4 2 3 2 2 5 5 1 4 2 2 9 5 3 3 5 5 5 1 2 5  5 5 1 2 5 5 5 5 3 3 1 4 2 4 2 2 4 5 5 28 45 36 OS 164
319 c '6 2 8 6 2 2  11222221  3 4 3 2 3 1 8 .1 2 2 8 2 2 9 8 4  4 2 2 2 2 2 4 3 4 3 4 4 3 4 5 3 2  
170 2 5 3 0 5 1 4 8 4  8 4 5 34 1 3  252 2 3 8 2 4 2 4 4 4 4 4 4 4 4 4  4 3 4 3 4 4 3 2 5 3 4 37 os 36 47 165
•EC ‘ C53 51301113111156 11 1 142112  155 5 5 5 2 1 1 2 2 3 3  4  3 5 3 2 2 5  13 
701 3 5 1 3 5 1 5 3 5 ? 5 5 5 5 5 5 “ 5 2 8 5 6 4 5 5 5 5 5 5 4 5 5 0 4 3 3 4 3 5 3 9 4 5 5 3 38 56 48 50 192
j£ 7  ICC 132301  1 2 1 8 8 8 1 0 8 8 2 2 2 3 2 3 2 2 4 2 2 4 4 4 3 4 2 2 1 2 2 3 4 3 4 0 2 2 5 2 2  
19 7 0 3 1 5 5 2 5 2 2 2 5 2 3 8  88 00 3 3 3 8 2 3 2 4 0 4 3 2 4 4 5 4  234  3 4 4 4 4 5 4 4 34 46 33 SO 163
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APPENDIX C
POINT-MULTISERIAL CORRELATIONS
Note: Two correlation coefficients are given for each item: The
first is the correlation between scales on that item and total scores
on the particular scale of which it is a part. The second is the
correlation between scores on that item and total scores on the
complete instrument of 45 items.
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TABLE 37
SCALE 1 (SECTION II OF INSTRUMENT) 
POINT-MULTISERIAL CORRELATIONS
Item Scale Instrument
1 .49 .38
2 .18 .13
3 .39 .38
4 .39 .32
5 .50 .35
6 .15 -.06
7 .40 .52
8 .54 .38
9 .65 .45
10 .66 .50
TABLE 38
SCALE 2 (SECTION III OF INSTRUMENT) 
POINT-MULTISERIAL CORRELATIONS
Item Scale Instrument
1 .56 .47
2 .54 .41
3 .44 .46
4 .52 .47
5 .52 .52
6 .62 .60
7 .60 .43
8 .63 .50
9 .35 .18
10 .28 .21
11 .55 .47
12 .52 .39
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TABLE 39
SCALE 3 (SECTION IV OF INSTRUMENT) 
POINT-MULTISERIAL CORRELATIONS
Icem Scale Instrument
1 .52 .45
2 .59 .61
3 .47 .44
4 .60 .40
5 .58 .43
6 .56 .38
7 .59 .54
8 .53 .43
9 .52 .38
10 .60 .46
TABLE 40
SCALE 4 (SECTION V OF INSTRUMENT) 
POINT-MULTISERIAL CORRELATIONS
Item Scale Instrument
1 .35 .38
2 .38 .36
3 .54 .36
4 .54 .37
5 .58 .42
6 .53 .38
7 .61 .46
8 .45 .26
9 .59 .55
10 .58 .56
11 .48 .42
12 .38 .43
13 .27 .19
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APPENDIX D 
CONTINGENCY TABLES FOR 
HYPOTHESES 2 - 4
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TABLE 41
ADMINISTRATIVE LEVEL AND SCALE 1, ITEM 1
ResDonses
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Conference
officials
18 27 3 23 6 77
Academy 12 30 4 24 20 80
College/
university
32 51 14 46 20 163
TOTAL 62 108 21 93 36 320
TABLE 42
ADMINISTRATIVE LEVEL AND SCALE 1, ITEM 2
ResDonses
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Conference
officials
0 3 0 50 24 77
Academy 0 2 0 44 34 80
College/
university
4 9 7 92 48 160
TOTAL 4 14 7 186 106 317
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TABLE 43
ADMINISTRATIVE LEVEL AND SCALE 1, ITEM 3
Resoonses
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Conference
officials
10 24 20 15 0 69
Academy 14 21 27 14 0 76
College/
university
14 42 54 38 2 150
TOTAL 38 87 101 67 2 295
TABLE 44
ADMINISTRATIVE LEVEL AND SCALE 1, ITEM 4
Resoonses
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Conference
officials
9 47 10 10 1 77
Academy 15 43 12 6 4 80
College/
university
39 73 25 23 2 162
TOTAL 63 163 47 39 7 319
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
168
TABLE 45
ADMINISTRATIVE LEVEL AND SCALE 1, ITEM 5
Resoonses
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Conference
officials
15 41 2 18 1 77
Academy 31 30 5 11 3 80
College/
university
41 48 14 38 21 162
TOTAL 87 119 21 67 25 319
TABLE 46
ADMINISTRATIVE LEVEL AND SCALE 1, ITEM 6
Resoonses
Group
Strongly
Disagree Disagree
No
Opinion Agree
S trongly 
Agree Total
Conference
officials
5 36 2 29 5 77
Academy 7 35 2 30 6 80
College/
university
38 89 9 19 9 164
TOTAL 50 160 13 78 20 321
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TABLE 47
ADMINISTRATIVE LEVEL AND SCALE 1, ITEM 7
Resoonses
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Conference
officials
36 33 4 2 2 77
Academy 32 44 3 1 0 80
College/
university
73 76 8 5 2 164
TOTAL 141 153 15 8 4 321
TABLE 48
ADMINISTRATIVE LEVEL AND SCALE 1, ITEM 8
ResDonses
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Conference
officials
21 44 8 3 1 77
Academy 28 44 3 4 1 80
College/
university
57 82 6 16 2 163
TOTAL 106 170 17 23 4 330
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
170
TABLE 49
ADMINISTRATIVE LEVEL AND SCALE 1, ITEM 9
Resoonses
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Conference
officials
13 44 8 11 1 77
Academy 18 46 2 11 3 80
College/
university
38 82 11 29 4 164
TOTAL 69 172 21 51 8 321
TABLE 50
ADMINISTRATIVE LEVEL AND SCALE 1, ITEM 10
Resoonses
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Conference
officials
21 41 4 11 0 77
Academy 20 48 1 9 2 80
College/
university
47 77 6 31 3 164
TOTAL 88 166 11 51 5 321
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TABLE 51
ADMINISTRATIVE LEVEL AND SCALE 2, ITEM 1
Resoonses
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Conference
officials
26 43 3 5 0 77
Academy 28 43 3 5 1 80
College/
university
63 78 11 10 2 164
TOTAL 117 164 17 20 3 321
TABLE 52
ADMINISTRATIVE LEVEL AND SCALE 2, ITEM 2
Resoonses
Group
Strongly
Disagree Disagree
No
Opinion Agree
S trongly 
Agree Total
Conference
officials
45 32 0 0 0 77
Academy 51 26 1 2 0 80
College/
university
108 48 2 4 2 164
TOTAL 204 106 3 6 2 321
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TABLE 53
ADMINISTRATIVE LEVEL AND SCALE 2, ITEM 3
Resoonses
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Conference
officials
2 9 5 47 14 77
Academy 0 12 9 42 17 80
College/
university
4 26 12 88 34 164
TOTAL 6 47 26 177 65 321
TABLE 54
ADMINISTRATIVE LEVEL AND SCALE 2, ITEM 4
Resoonses
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Conference
officials
0 2 1 50 23 76
Academy 0 1 1 55 23 80
College/
university
1 7 5 104 46 163
TOTAL 1 10 7 209 92 319
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TABLE 55
ADMINISTRATIVE LEVEL AND SCALE 2, ITEM 5
Resoonses
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Conference
officials
8 29 17 21 2 77
Academy 15 34 12 17 1 79
College/
university
18 67 39 35 5 164
TOTAL 41 130 68 73 8 320
TABLE 56
ADMINISTRATIVE LEVEL AND SCALE 2, ITEM 6
Resoonses
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Conference
officials
20 46 6 4 0 76
Academy 20 47 6 7 0 80
College/
university
47 88 15 12 1 163
TOTAL 87 181 27 23 1 319
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TABLE 57
ADMINISTRATIVE LEVEL AND SCALE 2, ITEM 7
Resnonses
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Conference
officials
17 34 9 17 0 77
Academy 15 42 9 14 0 80
College/
university
39 73 23 26 3 164
TOTAL 71 149 41 57 3 321
TABLE 58
ADMINISTRATIVE LEVEL AND SCALE 2, ITEM 8
Resoonses
Group
Strongly
Disagree Disagree
No
Opinion Agree
S trongly 
Agree Total
Conference
officials
35 39 2 1 0 77
Academy 35 41 3 1 0 80
College/
university
76 82 5 1 0 164
TOTAL 146 162 10 3 0 321
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TABLE 59
ADMINISTRATIVE LEVEL AND SCALE 2, ITEM 9.
Resoonses
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Conference
officials
15 46 7 9 0 77
Academy 14 48 13 4 1 80
College/
university
28 72 19 40 5 164
TOTAL 57 166 39 53 6 321
TABLE 60
ADMINISTRATIVE LEVEL AND SCALE 2, ITEM 10
Resoonses
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Conference
officials
1 10 46 18 2 77
Academy 2 12 54 11 1 80
College/
university
4 38 78 41 2 163
TOTAL 7 60 178 70 5 320
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TABLE 61
ADMINISTRATIVE LEVEL AND SCALE 2, ITEM 11
Resoonses
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Conference
officials
22 52 3 0 0 77
Academy 26 49 4 1 0 80
College/
university
54 96 9 3 2 164
TOTAL 102 197 16 4 2 321
TABLE 62
ADMINISTRATIVE LEVEL AND SCALE 2, ITEM 12
Resoonses
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Conference
officials
20 49 4 4 0 77
Academy 18 47 9 5 1 80
College/
university
45 85 23 11 0 164
TOTAL 83 181 36 20 1 321
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TABLE 63
ADMINISTRATIVE LEVEL AND SCALE 3, ITEM 1
Resoonses
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Conference
officials
2 22 14 34 2 74
Academy 7 22 19 30 2 80
College/
university
14 45 33 63 5 160
TOTAL 23 89 66 127 9 314
TABLE 64
ADMINISTRATIVE LEVEL AND SCALE 3, ITEM 2
Resoonses
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Conference
officials
18 36 6 15 1 76
Academy 15 36 14 12 3 80
College/
university
38 69 12 38 7 164
TOTAL 71 141 32 ?5 11 320
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TABLE 65
ADMINISTRATIVE LEVEL AND SCALE 3, ITEM 3
Resoonses
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Conference
officials
1 17 23 32 2 75
Academy 1 18 34 25 2 80
College/
university
10 52 16 69 16 163
TOTAL 12 87 73 126 20 318
TABLE 66
ADMINISTRATIVE LEVEL AND SCALE 3, ITEM 4
Resoonses
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Conference
officials
0 11 4 53 8 76
Academy 1 6 13 48 11 79
College/ 
univers ity
3 19 15 104 23 164
TOTAL 4 36 32 205 42 319
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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TABLE 67
ADMINISTRATIVE LEVEL AND SCALE 3, ITEM 5
Resoonses
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Conference
officials
0 8 2 56 10 76
Academy 0 5 10 54 11 80
College/
university
1 26 17 92 28 164
TOTAL 1 39 29 202 49 320
TABLE 68
ADMINISTRATIVE LEVEL AND SCALE 3, ITEM 6
Resoonses
Group
Strongly
Disagree Disagree
No 
Opinion Agree
Strongly
Agree Total
Conference
officials
0 4 0 54 18 76
Academy 0 3 1 62 14 80
College/
university
1 4 7 110 42 164
TOTAL 1 11 8 226 74 320
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TABLE 69
ADMINISTRATIVE LEVEL AND SCALE 3, ITEM 7
Resoonses
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Conference
officials
0 24 8 34 10 76
Academy 2 21 16 32 9 80
College/
university
8 43 27 68 - 18 164
TOTAL 10 88 51 134 37 320
TABLE 70
ADMINISTRATIVE LEVEL AND SCALE 3, ITEM 8
Resoonses
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Conference
officials
6 33 15 21 1 76
Academy 6 34 19 20 1 80
College/
university
18 76 35 34 1 164
TOTAL 30 143 69 75 3 320
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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TABLE 71
ADMINISTRATIVE LEVEL AND SCALE 3, ITEM 9
Resoonses
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Conference
officials
13 52 4 7 0 76
Academy 16 43 16 5 0 80
College/
university
39 86 20 16 2 163
TOTAL 68 181 40 28 2 319
TABLE 72
•
ADMINISTRATIVE LEVEL AND SCALE 3, ITEM 10
Resoonses
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Conference
officials
19 52 3 2 0 76
Academy 20 49 8 3 0 80
College/
university
44 99 12 7 2 164
TOTAL 83 200 23 12 2 320
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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TABLE 73
ADMINISTRATIVE LEVEL AND SCALE 4, ITEM 1
Resoonses
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Conference
officials
22 42 8 2 0 74
Academy 15 46 14 1 1 77
College/
university
54 79 24 3 0 160
TOTAL 91 167 46 6 1 311
TABLE 74
ADMINISTRATIVE LEVEL AND SCALE 4, ITEM 2
Resoonses
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Conference
officials
29 44 3 0 0 76
Academy 28 44 4 1 1 78
College/
university
60 82 12 4 1 159
TOTAL 117 170 19 5 2 313
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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TABLE 75
ADMINISTRATIVE LEVEL AND SCALE 4, ITEM 3
Resoonses
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Conference
officials
6 28 14 25 1 74
Academy 8 19 26 24 3 80
College/
university
22 69 30 32 8 161
TOTAL 36 116 70 81 12 315
TABLE 76
ADMINISTRATIVE LEVEL AND SCALE 4, ITEM 4
Resoonses
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Conference
officials
5 22 30 15 1 73
Academy 2 17 42 18 0 79
College/
university
16 40 72 26 2 156
TOTAL 23 79 144 59 3 308
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
184
TABLE 77
ADMINISTRATIVE LEVEL AND SCALE 4, ITEM 5
Resoonses
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Conference
officials
1 7 6 42 19 75
Academy 3 7 7 50 13 80
College/
university
6 30 17 76 32 161
TOTAL 10 44 30 168 64 316
TABLE 78
ADMINISTRATIVE LEVEL AND SCALE 4, ITEM 6
Resoonses
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Conference
officials
2 8 6 47 12 75
Academy 0 7 8 56 9 80
College/
university
4 20 23 91 22 160
TOTAL 6 35 37 194 43 315
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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TABLE 79
ADMINISTRATIVE LEVEL AND SCALE 4, ITEM 7
Resoonses
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Conference
officials
1 9 6 51 8 75
Academy 2 11 12 50 5 80
College/
university
3 25 19 98 17 162
TOTAL 6 45 37 199 30 317
TABLE 80
ADMINISTRATIVE LEVEL AND SCALE 4, ITEM 8
Resoonses
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Conference
officials
2 5 22 43 3 75
Academy 1 4 32 40 3 80
College/
university
4 19 79 49 4 155
TOTAL 7 28 133 132 10 310
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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TABLE 81
ADMINISTRATIVE LEVEL AND SCALE 4, ITEM 9
Resoonses
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Conference
officials
11 38 13 13 0 75
Academy 2 37 27 13 0 79
College/
university
11 80 35 34 2 162
TOTAL 24 155 75 60 2 316
TABLE 82
ADMINISTRATIVE LEVEL AND SCALE 4, ITEM 10
Resoonses
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Conference
officials
10 52 13 1 0 76
Academy 5 53 20 2 0 80
College/
university
23 91 43 6 0 163
TOTAL 38 196 76 9 0 319
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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TABLE 83
ADMINISTRATIVE LEVEL AND SCALE 4, ITEM 11
Resnonses
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Conference
officials
0 0 0 49 27 76
Academy 0 4 0 51 25 80
College/
university
1 5 3 105 49 163
TOTAL 1 9 3 205 101 319
TABLE 84
ADMINISTRATIVE LEVEL AND SCALE 4, ITEM 12
Resoonses
Group
Strongly
Disagree Disagree
No
Opinion Agree
S trongly 
Agree Total
Conference
officials
13 44 13 6 0 76
Academy 19 43 11 7 0 80
College/
university
29 85 21 27 0 162
TOTAL 61 172 45 40 0 318
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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TABLE 85
ADMINISTRATIVE LEVEL AND SCALE 4, ITEM 13
Resoonses
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Conference
officials
3 39 11 16 5 74
Academy 3 40 12 18 5 78
College/
university
10 72 23 41 13 159
TOTAL 16 151 46 75 23 311
TABLE 86
EDUCATIONAL LEVEL AND SCALE 1, ITEM 1
Group
Resoonses
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Bachelor's 6 6 1 4 3 20
Master's 29 50 10 38 14 141
Doctoral 27 50 10 50 19 156
TOTAL 62 106 21 92 36 317
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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TABLE 87
EDUCATIONAL LEVEL AND SCALE 1, ITEM 2
Group
Resoonses
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Bachelor's 0 1 0 12 7 20
Master's 1 7 1 83 50 142
Doctoral 3 6 6 87 50 152
TOTAL 4 14 7 182 107 314
TABLE 88 
EDUCATIONAL LEVEL AND SCALE 1, ITEM 3
Group
Resoonses
Strongly
Disagree Disagree
No 
Opinion Agree
Strongly
Agree Total
Bachelor's 1 7 8 1 1 18
Master's 20 38 45 29 0 132
Doctoral 17 42 46 37 1 143
TOTAL 38 87 99 67 2 293
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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TABLE 89
EDUCATIONAL LEVEL AND SCALE 1, ITEM 4
Group
Resoonses
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Bachelor's 8 5 3 0 4 20
Master's 24 77 22 16 2 141
Doctoral 31 78 22 22 2 155
TOTAL 63 160 47 38 8 316
TABLE 90 
EDUCATIONAL LEVEL AND SCALE 1, ITEM 5
Group
Resoonses
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Bachelor's 7 9 1 2 1 20
Master's 37 60 10 29 6 142
Doctoral 44 49 10 34 17 154
TOTAL 88 118 21 65 24 316
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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TABLE 91
EDUCATIONAL LEVEL AND SCALE 1, ITEM 6
Group
Resoonses
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Bachelor's 4 12 0 2 2 20
Master's 17 66 3 48 8 142
Doctoral 28 81 9 27 11 156
TOTAL 49 159 12 77 21 318
TABLE 92 
EDUCATIONAL LEVEL AND SCALE 1, ITEM 7
Group
Resoonses
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Bachelor's 10 9 0 0 1 20
Master's 58 72 8 3 1 142
Doctoral 73 69 7 5 2 156
TOTAL 141 150 15 8 4 318
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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TABLE 93
EDUCATIONAL LEVEL AND SCALE 1, ITEM 8
Group
Resoonses
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Bachelor's 6 13 0 1 0 20
Master's 44 79 8 10 1 142
Doctoral 54 77 9 13 3 156
TOTAL 104 169 17 24 4 318
TABLE 94
EDUCATIONAL LEVEL AND SCALE 1, ITEM 9
Group
Resoonses
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Bachelor's 5 9 0 5 1 20
Master's 27 81 11 21 2 142
Doctoral 36 81 9 25 5 156
TOTAL 68 171 20 51 8 318
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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TABLE 95
EDUCATIONAL LEVEL AND SCALE 1, ITEM 10
Group
Resoonses
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Bachelor's 5 12 0 3 0 20
MasCer's 36 78 5 19 4 142
Doctoral 48 74 5 28 1 156
TOTAL 89 164 10 50 5 318
TABLE 96
EDUCATIONAL LEVEL AND SCALE 2, ITEM 1
Group
Resoonses
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Bachelor’s 9 9 1 1 0 20
Master's 53 72 8 7 2 142
Doctoral 54 81 8 12 1 156
TOTAL 116 162 17 20 3 318
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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TABLE 97
EDUCATIONAL LEVEL AND SCALE 2, ITEM 2 .
Group
Resoonses
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Bachelor's 16 3 0 1 0 20
MasCer's 92 45 1 3 1 142
Doctoral 96 55 2 2 1 156
TOTAL 204 103 3 6 2 318
TABLE 98 
EDUCATIONAL LEVEL AND SCALE 2, ITEM 3
Resoonses
Strongly No Strongly
Group Disagree Disagree Opinion Agree Agree Total
Bachelor's 1 0 2 12 5 20
Master's 1 20 14 84 23 142
Doctoral 4 27 10 79 36 156
TOTAL 6 47 26 175 64 318
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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TABLE 99
EDUCATIONAL LEVEL AND SCALE 2, ITER 4
Group
Resoonses
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Bachelor's 0 0 0 16 4 20
Raster's 1 3 3 98 36 141
Doctoral 0 7 4 93 51 155
TOTAL 1 10 7 207 91 316
TABLE 100 
EDUCATIONAL LEVEL AND SCALE 2, ITER 5
Resoonses
Strongly No Strongly
Group Disagree Disagree Opinion Agree Agree Total
Bachelor's 2 11 3 3 1 20
Raster's 19 55 31 31 5 141
Doctoral 19 63 33 39 2 156
TOTAL 40 129 67 73 8 317
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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TABLE 101
EDUCATIONAL LEVEL AND SCALE 2, ITEM 6
Group
Resoonses
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Bachelor's 6 11 1 2 0 20
Master’s 30 90 12 8 1 141
Doctoral 50 78 14 13 0 155
TOTAL 86 179 27 23 1 316
TABLE 102
EDUCATIONAL LEVEL AND SCALE 2, ITEM 7
Resoonses
Group
Strongly
Disagree „ Disagree
No
Opinion Agree
Strongly
Agree Total
Bachelor's 2 10 5 3 0 20
Master's 26 75 17 23 1 142
Doctoral 43 60 19 32 2 156
TOTAL 71 145 41 58 3 318
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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TABLE 103
EDUCATIONAL LEVEL AND SCALE 2, ITEM 8
Croup
Resoonses
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Bachelor' s 11 9 0 0 0 20
Master's 61 74 5 2 0 142
Doctoral 73 77 5 1 0 156
TOTAL 145 160 10 3 0 318
TABLE 104
EDUCATIONAL LEVEL AND SCALE 2, ITEM 9 .
Group
Resoonses
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Bachelor's 6 11 1 1 1 20
Master's 27 82 00 »-■ 1 142
Doctoral 24 72 20 37 3 156
TOTAL 57 165 39 52 5 318
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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TABLE 105
EDUCATIONAL LEVEL AND SCALE 2, ITEM 10
Gcoup
Resoonses
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Bachelor's 1 1 17 1 0 20
Master's 1 19 84 36 2 142
Doctoral 5 40 74 33 3 155
TOTAL 7 60 175 70 5 317
TABLE 106
EDUCATIONAL LEVEL AND SCALE 2, ITEM 11
Resoonses
Strongly No Strongly
Group Disagree Disagree Opinion Agree Agree Total
Bachelor's 8 11 0 1 0 20
Master's 43 90 8 0 1 142
Doctoral 51 93 8 3 1 156
TOTAL 102 194 16 4 2 318
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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TABLE 107
EDUCATIONAL LEVEL AND SCALE 2, ITEM 12
Group
Resoonses
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Bachelor's 6 11 2 1 0 20
MasCer's 32 84 18 7 1 142
Doctoral 45 82 16 13 0 156
TOTAL 83 177 36 21 1 318
TABLE 108
EDUCATIONAL LEVEL AND SCALE 3, ITEM 1
Resoonses
Group
Strongly No
Disagree Disagree Opinion Agree
Strongly
Agree Total
Bachelor's 4 6 4 6 0 20
Master's 8 39 23 64 6 140
Doctoral 11 44 36 57 3 151
TOTAL 23 89 63 127 9 311
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
200
TABLE 109
EDUCATIONAL LEVEL AND SCALE 3. ITEM 2
Group
Resoonses
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Bachelor's 4 12 2 1 1 20
Master's 25 58 21 33 4 141
Doctoral 42 68 9 31 6 156
TOTAL 71 138 32 65 11 317
TABLE 110
EDUCATIONAL LEVEL AND SCALE 3, ITEM 3
Group
Resoonses
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Bachelor's 0 4 7 7 2 20
Master's 5 35 46 51 4 141
Doctoral 7 46 19 68 14 154
TOTAL 12 85 72 126 20 315
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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TABLE 111
EDUCATIONAL LEVEL AND SCALE 3, ITEM 4
Group
ResDonses
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Bachelor's 0 0 4 11 5 20
Master's 1 18 13 91 17 140
Doctoral 3 18 14 101 20 156
TOTAL 4 36 31 203 42 316
TABLE 112
EDUCATIONAL LEVEL AND SCALE 3, ITEM 5
Group
Resoonses
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Bachelor's 0 1 6 8 5 20
Master's 0 15 9 98 19 141
Doctoral 1 22 14 94 25 156
TOTAL 1 38 29 200 49 317
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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TABLE 113
EDUCATIONAL LEVEL AND SCALE 3, ITEM 6
Group
Resoonses
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Bachelor's 0 0 0 14 6 20
Master's 0 6 1 103 31 141
Doctoral 1 4 7 107 37 156
TOTAL 1 10 8 224 74 317
TABLE 114 
EDUCATIONAL LEVEL AND SCALE 3, ITEM 7
Group
Resoonses
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Bachelor's 0 6 4 8 2 20
Master's 4 40 20 63 14 141
Doctoral 6 43 25 61 21 156
TOTAL 10 89 49 132 37 317
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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TABLE 115
EDUCATIONAL LEVEL AND SCALE 3, ITEM 8
Group
ResDonses
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Bachelor's 1 7 6 5 1 20
Master's 11 65 26 38 1 141
Doctoral 18 69 35 33 1 156
TOTAL 30 141 67 76 3 317
TABLE 116 
EDUCATIONAL LEVEL AND SCALE 3, ITEM 9
Group
Resnonses
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Bachelor's 6 11 2 1 0 20
Master's 24 84 17 15 1 141
Doctoral 38 84 19 13 1 155
TOTAL 68 179 38 29 2 316
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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TABLE 117
EDUCATIONAL LEVEL AND SCALE 3, ITEM 10
Group
Resoonses
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Bachelor's 7 11 2 0 0 20
Master's 32 91 9 8 1 141
Doctoral 44 96 11 4 1 156
TOTAL 83 198 22 12 2 317
TABLE 118
EDUCATIONAL LEVEL AND SCALE 4, ITEM 1
Group
Resoonses
Strongly
Disagree Disagree
No
Opinion Agree
Strongly 
- Agree Total
Bachelor's 5 11 4 0 0 20
Master's 30 76 24 4 1 135
Doctoral 55 77 19 2 0 153
TOTAL 90 164 47 6 10 308
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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TABLE 119
EDUCATIONAL LEVEL AND SCALE 4, ITEM 2
Group
Resoonses
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Bachelor's 9 11 0 0 0 20
MasCer's 46 81 7 3 2 139
Doctoral 61 76 12 2 0 151
TOTAL 116 168 19 5 2 310
TABLE 120 
EDUCATIONAL LEVEL AND SCALE 4, ITEM 3
Group
Resoonses
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Bachelor's 0 11 2 5 2 20
Master's 15 41 39 41 4 140
Doctoral 21 63 27 35 6 152
TOTAL 36 115 68 81 12 312
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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TABLE 121
EDUCATIONAL LEVEL AND SCALE 4, ITEM 4
Group
Resoonses
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Bachelor's 0 7 8 5 0 20
Master's 5 40 62 28 1 136
Doctoral 18 31 72 26 2 149
TOTAL 23 78 142 59 3 305
TABLE 122
EDUCATIONAL LEVEL AND SCALE 4. ITEM 5
Group
Resoonses
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Bachelor's 0 3 3 12 2 20
Master's 2 21 11 80 26 140
Doctoral 8 20 15 74 36 153
TOTAL 10 44 29 168 64 313
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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TABLE 123
EDUCATIONAL LEVEL AND SCALE 4, ITEM 6
Group
Resoonses
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Bachelor's 0 2 2 12 4 20
Master's 1 16 15 92 16 140
Doctoral 5 17 19 88 23 152
TOTAL 6 35 36 192 43 312
TABLE 124
EDUCATIONAL LEVEL AND SCALE 4, ITEM 7
Group
Resoonses
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Bachelor's 0 2 3 14 1 20
Master's 3 17 18 88 15 141
Doctoral 3 26 16 95 13 153
TOTAL 6 45 37 197 29 314
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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TABLE 125
EDUCATIONAL LEVEL AND SCALE 4, ITEM 8
Group
Resoonses
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Bachelor's 1 1 8 10 0 20
Master's 1 14 52 66 6 139
Doctoral 4 13 71 56 4 148
TOTAL 6 28 131 132 10 307
TABLE 126 
EDUCATIONAL LEVEL AND SCALE 4, ITEM 9
Resoonses
Strongly No Strongly
Group Disagree Disagree Opinion Agree Agree Total
Bachelor's 1 10 6 3 0 20
Master's 9 66 36 28 0 139
Doctoral 14 79 30 29 2 154
TOTAL 24 155 72 60 2 313
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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TABLE 127
EDUCATIONAL LEVEL AND SCALE 4, ITEM 10
Group
Resoonses
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Bachelor's 4 11 5 0 0 20
Master's 11 94 33 3 0 141
Doctoral 23 90 36 6 0 155
TOTAL 38 195 74 9 0 316
TABLE 128 
EDUCATIONAL LEVEL AND SCALE 4, ITEM 11
Resoonses
Strongly No Strongly
Group Disagree Disagree Opinion Agree Agree Total
Bachelor's 0 0 0 12 8 20
Master's 0 5 0 98 38 141
Doctoral 1 4 3 95 52 155
TOTAL 1 9 3 205 98 316
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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TABLE 129
EDUCATIONAL LEVEL AND SCALE 4, ITEM 12
Group
Resocnses
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Bachelor's 4 10 5 1 0 20
Master's 27 82 21 11 0 141
Doctoral 30 77 19 28 0 154
TOTAL 61 169 45 40 0 315
TABLE 130 
EDUCATIONAL LEVEL AND SCALE 4, ITEM 13
Resoonses •
Strongly No Strongly
Group Disagree Disagree Opinion Agree Agree Total
Bachelor's 1 11 0 6 1 19
Master's 6 67 26 30 9 138
Doctoral 9 73 19 39 11 151
TOTAL 16 151 45 75 21 308
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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TABLE 131
AGE GROUP AND SCALE 1, ITEM 1
Resnonse
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Age 60-4- 15 12 4 15 6 52
Age 50-59 19 34 6 35 9 103
Age 40-49 18 47 8 34 11 118
Below 40 10 10 1 8 8 37
TOTAL 62 103 19 92 34 310
AGE
TABLE 132 
GROUP AND SCALE 1, ITEM 2
ResDonse
Strongly No Strongly
Group Disagree Disagree Opinion Agree Agree Total
Age 60+ 1 3 1 29 • 16 50
Age 50-59 2 2 1 63 35 103
Age 40-49 1 6 3 68 40 118
Belov 40 0 3 1 18 14 36
TOTAL 4 14 6 178 105 307
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TABLE 133
AGE GROUP AND SCALE 1, ITEM 3
Resoonse
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Age 60+ 7 17 17 8 0 49
Age 50-59 8 26 30 26 2 92
Age 40-49 16 32 40 22 0 110
Below 40 6 9 10 10 0 35
TOTAL 37 84 97 66 2 286
AGE
TABLE 134 
GROUP AND SCALE 1, ITEM 4
Resoonse
Strongly No Strongly
Group Disagree Disagree Opinion Agree Agree Total
Age 60+ 8 25 4 11 3 51
Age 50-59 19 53 14 16 1 103
Age 40-49 20 65 21 9 3 118
Below 40 14 14 7 1 1 37
TOTAL 61 157 46 37 8 309
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TABLE 135
AGE GROUP AND SCALE 1, ITEM 5
Resoonse
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Age 60+ 11 22 3 12 4 52
Age 50-59 29 42 4 19 8 102
Age 40-49 35 42 7 23 11 118
Below 40 10 11 6 9 1 37
TOTAL 85 117 20 63 24 309
AGE
TABLE 136 
GROUP AND SCALE 1, ITEM 6
Resoonse
Strongly No Strongly
Group Disagree Disagree Opinion Agree Agree Total
Age 60+ 10 27 0 10 5 52
Age 50-59 14 52 6 26 5 103
Age 40-49 17 58 4 32 8 119
Belov 40 6 20 1 7 3 37
TOTAL 47 157 11 75 21 311
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TABLE 137
AGE GROUP AND SCALE 1, ITEM 7
Resoonse
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Age 60+ 23 25 2 2 0 52
Age 50-59 36 56 5 2 4 103
Age 40-49 52 56 7 4 0 119
Below 40 26 10 1 0 0 37
TOTAL 137 147 15 8 4 311
AGE
TABLE 138 
GROUP AND SCALE 1, ITEM 8
Resoonse
Strongly No Strongly
Group Disagree Disagree Opinion Agree Agree Total
Age 60+ 14 27 6 3 2 52
Age 50-59 28 62 5 7 1 103
Age 40-49 44 61 3 10 1 119
Below 40 14 16 3 4 0 37
TOTAL 100 166 17 24 4 311
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TABLE 139
AGE GROUP AND SCALE 1, ITEM 9
Response
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Age 60+ 13 25 5 6 3 52
Age 50-59 19 62 6 16 0 103
Age 40-49 23 68 7 18 3 119
Below 40 11 14 2 8 2 37
TOTAL 66 169 20 48 8 311
AGE
TABLE 140 
GROUP AND SCALE 1. ITEM 10
Resnonse
Strongly No Strongly
Group Disagree Disagree Opinion Agree Agree Total
Age 60+ 18 21 3 10 0 52
Age 50-59 24 60 2 15 2 103
Age 40-49 32 67 3 15 2 119
Belov 40 12 14 2 8 1 37
TOTAL 86 162 10 48 5 311
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TABLE 141
AGE GROUP AND SCALE 2, ITEM 1
Resoonse
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Age 60+ 17 27 3 4 1 52
Age 50-59 33 56 4 9 1 103
Age 40-49 49 57 7 5 1 119
Below 40 15 18 3 1 0 37
TOTAL 114 158 17 19 3 311
AGE
TABLE 142 
GROUP AND SCALE 2, ITEM 2
Resoonse
Strongly No S trongly
Group Disagree Disagree Opinion Agree Agree Total
Age 60+ 31 19 0 2 0 52
Age 50-59 59 42 1 0 1 103
Age 40-49 81 34 2 1 1 119
Below 40 29 6 0 2 0 37
TOTAL 200 101 3 5 2 311
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
217
TABLE 143
AGE GROUP AND SCALE 2, ITEM 3
Resoonse
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Age 60+ 3 12 4 23 10 52
Age 50-59 1 11 8 67 16 103
Age 40-49 1 17 12 60 29 119
Belov 40 1 6 1 22 7 37
TOTAL 6 46 25 172 62 311
AGE
TABLE 144 
GROUP AND SCALE 2, ITEM 4
Resoonse
Strongly No Strongly
Group Disagree Disagree Opinion Agree Agree Total
Age 60+ 0 4 0 35 12 51
Age 50-59 1 2 2 72 25 102
Age 40-49 0 2 4 76 37 119
Below 40 0 0 1 21 15 37
TOTAL 1 8 7 204 89 309
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TABLE 145
AGE GROUP AND SCALE 2, ITEM 5
Response
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Age 60+ 7 21 10 12 1 51
Age 50-59 8 41 22 28 4 103
Age 40-49 19 53 24 21 2 119
Below 40 4 12 11 9 1 37
TOTAL 38 127 67 70 8 310
AGE
TABLE 146 
GROUP AND SCALE 2, ITEM 6
Resoonse
Strongly No Strongly
Group Disagree Disagree Opinion Agree Agree Total
Age 60+ 14 33 2 3 0 52
Age 50-59 23 62 10 7 1 102
Age 40-49 34 64 11 9 0 118
Below 40 13 18 3 2 0 36
TOTAL 84 117 26 21 1 309
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TABLE 147 
AGE GROUP AND SCALE 2, ITEM 7
Resoonse
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Age 60+ 14 25 5 8 0 52
Age 50-59 17 44 16 24 2 103
Age 40-49 29 54 16 20 0 119
Belov 40 10 19 3 5 0 37
TOTAL 70 142 40 57 2 311
AGE
TABLE 148 
GROUP AND SCALE 2, ITEM 8
Resoonse
Strongly No Strongly
Group Disagree Disagree Opinion Agree Agree Total
Age 60+ 25 22 4 1 0 52
Age 50-59 40 61 2 0 0 103
Age 40-49 56 59 3 1 0 119
Below 40 23 13 1 0 0 37
TOTAL 144 155 10 2 0 311
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TABLE 149
AGE GROUP AND SCALE 2, ITEM 9
Resoonse
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly 
- Agree Total
Age 60+ 10 25 6 10 1 52
Age 50-59 19 61 8 15 0 103
Age 40-49 23 55 16 22 3 119
Below 40 4 23 6 3 1 37
TOTAL 56 164 36 50 5 311
AGE
TABLE 150 
GROUP AND SCALE 2, ITEM 10
Resoonse
Strongly No Strongly
Group Disagree Disagree Opinion Agree Agree Total
Age 60+ 3 8 26 14 1 52
Age 50-59 2 17 54 29 1 103
Age 40-49 1 29 68 19 2 118
Below 40 1 4 24 7 1 37
TOTAL 7 58 172 68 5 310
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TABLE 151
AGE GROUP AND SCALE 2, ITEM 11
Resoonse
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Age 60+ 19 30 2 1 0 52
Age 50-59 29 65 8 0 1 130
Age 40-49 39 73 5 1 1 119
Belov 40 14 21 1 1 0 37
TOTAL 101 189 16 3 2 311
AGE
TABLE 152 
GROUP AND SCALE 2, ITEM 12
Resoonse
Strongly No Strongly
Group Disagree Disagree Opinion Agree Agree Total
Age 60+ 19 22 7 3 1 52
Age 50-59 19 61 13 10 0 103
Age 40-49 32 71 10 6 0 119
Belov 40 12 20 4 1 0 37
TOTAL 81 174 34 20 1 311
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TABLE 153
AGE GROUP AND SCALE 3, ITEM 1
Response
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Age 60+ 7 14 10 18 1 50
Age 50-59 4 32 16 46 4 102
Age 40-49 8 29 31 45 4 117
Below 40 4 9 6 16 0 35
TOTAL 23 84 63 125 9 304
AGE
TABLE 154 
GROUP AND SCALE 3, ITEM 2
Response
Strongly No Strongly
Group Disagree Disagree Opinion Agree Agree Total
Age 60+ 10 26 3 11 2 52
Age 50-59 20 43 10 23 6 102
Age 40-49 30 48 15 23 3 119
Below 40 10 19 2 6 0 37
TOTAL 70 136 30 63 11 310
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TABLE 155
AGE GROUP AND SCALE 3, ITEM 3
Response
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Age 604- 3 8 7 30 4 52
Age 50-59 2 25 29 40 5 101
Age 40-49 3 32 29 44 10 118
Belov 40 3 18 6 9 1 37
TOTAL 11 83 71 123 20 308
AGE
TABLE 156 
GROUP AND SCALE 3, ITEM 4
Resoonse
Strongly No Strongly
Group Disagree Disagree Opinion Agree Agree Total
Age 604- 2 7 4 33 6 52
Age 50-59 0 16 8 70 8 102
Age 40-49 1 11 13 73 20 118
Below 40 0 2 4 24 7 37
TOTAL 3 36 29 200 41 309
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TABLE 157
AGE GROUP AND SCALE 3, ITEM 5
ResDonse
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Age 60+ 1 5 9 29 8 52
Age 50-59 0 16 6 73 7 102
Age 40-49 0 12 11 71 25 119
Below 40 0 2 3 24 8 37
TOTAL 1 35 29 197 48 310
AGE
TABLE 158 
GROUP AND SCALE 3, ITEM 6
Resoonse
Strongly No Strongly
Group Disagree Disagree Opinion Agree Agree Total
Age 60+ 1 1 2 34 14 52
Age 50-59 0 6 2 77 ■ 17 102
Age 40-49 0 3 3 83 30 119
Belov 40 0 0 0 26 11 37
TOTAL 1 10 7 220 72 310
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TABLE 159
AGE GROUP AND SCALE 3, ITEM 7
Resoonse
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Age 60+ 2 13 6 21 10 52
Age 50-59 2 35 11 47 7 102
Age 40-49 3 31 26 46 13 119
Below 40 2 9 5 14 7 37
TOTAL 9 88 48 128 37 310
AGE
TABLE 160 
GROUP AND SCALE 3, ITEM 8
Resoonse
Strongly No Strongly
Group Disagree Disagree Opinion Agree Agree Total
Age 60+ 5 22 11 14 0 52
Age 50-59 10 48 20 23 1 102
Age 40-49 9 53 27 28 2 119
Below 40 6 15 7 9 0 37
TOTAL 30 138 65 74 3 310
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TABLE 161
AGE GROUP AND SCALE 3, ITEM 9
ResDonse
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Age 60+ 13 31 4 4 0 52
Age 50-59 15 64 6 16 0 101
Age 40-49 26 66 20 6 1 119
Belov 40 14 15 7 1 0 37
TOTAL 68 176 37 27 1 309
AGE
TABLE 162 
GROUP AND SCALE 3, ITEM 10
ResDonse
Strongly No Strongly
Group Disagree Disagree Opinion Agree Agree Total
Age 60+ 17 29 5 1 0 52
Age 50-59 22 69 6 5 0 102
Age 40-49 30 75 9 4 1 119
Belov 40 14 21 1 1 0 37
TOTAL 83 194 21 11 1 310
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TABLE 163
AGE GROUP AND SCALE 4, ITEM 1
R e s D o n s e
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Age 60+ 18 27 5 1 0 51
Age 50-59 25 59 13 2 0 99
Age 40-49 33 63 18 2 1 117
Belov 40 13 13 8 0 0 34
TOTAL 89 162 44 5 1 301
AGE
TABLE 164 
GROUP AND SCALE 4, ITEM 2
Resoonse
Strongly No Strongly
Group Disagree Disagree Opinion Agree Agree Total
Age 60+ 20 25 3 2 0 52
Age 50-59 32 63 3 2 1 102
Age 40-49 46 59 8 1 1 115
Below 40 18 17 2 0 0 37
TOTAL 116 164 16 5 2 303
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TABLE 165
AGE GROUP AND SCALE 4, ITEM 3
Resnonse
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Age 60+ 6 18 7 16 4 51
Age 50-59 12 38 19 27 3 99
Age 40-49 9 44 34 28 3 118
Belov 40 7 14 6 8 2 37
TOTAL 34 114 66 79 12 305
AGE
TABLE 166 
GROUP AND SCALE 4, ITEM 4
R e s D o n s e
Strongly No Strongly
Group Disagree Disagree Opinion Agree Agree Total
Age 60+ 4 11 18 15 2 50
Age 50-59 6 28 40 20 1 95
Age 40-49 5 31 61 19 0 116
Belov 40 6 7 19 5 0 37
TOTAL 21 77 138 59 3 298
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TABLE 167
AGE GROUP AND SCALE 4, ITEM 5
Resoonse
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Age 60+ 2 7 4 27 12 52
Age 50-59 2 16 8 59 16 101
Age 40-49 3 14 13 62 25 117
Below 40 2 7 4 15 8 36
TOTAL 9 44 29 163 61 306
AGE
TABLE 168 
GROUP AND SCALE 4, ITEM 6
Resoonse
Strongly No Strongly
Group Disagree Disagree Opinion Agree Agree Total
Age 60+ 2 7 3 32 8 52
Age 50-59 3 13 8 63 13 100
Age 40-49 0 11 17 72 16 116
Below 40 1 2 8 21 5 37
TOTAL 6 33 36 188 42 305
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TABLE 169
AGE GROUP AND SCALE 4, ITEM 7
Response
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Age 60+ 2 5 6 32 6 51
Age 50-59 1 18 10 69 4 102
Age 40-49 2 16 16 70 14 118
Below 40 1 4 4 22 5 36
TOTAL 6 43 36 193 29 307
AGE
TABLE 170 
GROUP AND SCALE 4, ITEM 8
Resoonse
Strongly No Strongly
Group Disagree Disagree Opinion Agree Agree Total
Age 60+ 0 2 14 27 4 47
Age 50-59 2 11 43 43 1 100
Age 40-49 2 8 59 45 3 117
Belov 40 2 5 11 16 2 36
TOTAL 6 26 127 131 10 300
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TABLE 171
AGE GROUP AND SCALE 4, ITEM 9
Resoonse
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Age 60+ 9 28 10 5 1 52
Age 50-59 8 41 27 25 0 101
Age 40-49 6 65 24 21 0 116
Belov 40 1 17 10 8 1 37
TOTAL 24 151 71 59 1 306
AGE
TABLE 172 
GROUP AND SCALE 4, ITEM 10
Resoonse
Strongly No Strongly
Group Disagree Disagree Opinion Agree Agree Total
Age 60+ 12 33 5 2 0 52
Age 50-59 8 69 23 2 0 102
Age 40-49 14 71 29 4 0 118
Below 40 4 18 14 1 0 37
TOTAL 38 191 71 9 0 309
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TABLE 173
AGE GROUP AND SCALE 4, ITEM 11
Response
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Age 60+ 0 1 0 36 15 52
Age 50-59 1 5 0 64 32 102
Age 40-49 0 1 3 76 38 118
Belov 40 0 1 0 23 13 37
TOTAL 1 8 3 199 98 309
AGE
TABLE 174 
GROUP AND SCALE 4, ITEM 12
Resoonse
Strongly No Strongly
Group Disagree Disagree Opinion Agree Agree Total
Age 60+ 16 21 4 11 0 52
Age 50-59 15 55 15 17 0 102
Age 40-49 19 69 21 9 0 118
Below 40 11 20 4 1 0 36
TOTAL 61 165 44 38 0 308
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TABLE 175
AGE GROUP AND SCALE 4, ITEM 13
Resoonse
Group
Strongly
Disagree Disagree
No
Opinion Agree
Strongly
Agree Total
Age 60+ 3 21 8 13 4 49
Age 50-59 2 51 15 25 8 101
Age 40-49 7 57 18 28 6 116
Below 40 4 18 4 8 1 35
TOTAL 16 147 45 74 19 301
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